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Glossary 

Acculturation – The modification of the culture of a group or individual as a result of 
contact with a different culture. (http://www.answers.com) 

Asylum Seeker – an individual who leaves their own country for their safety, often for 
political reasons or because of war, and who travels to another country hoping that 
the government will protect them and allow them to live there: 
(http://www.freesearch.co.uk/dictionary/asylum-seeker). An asylum seeker applies to 
the State to be recognised as a Convention Refugee under the terms of the Geneva 
Convention relating to the Status of Refugees. Most European countries are 
signatories of the Geneva Convention. Asylum seekers have the right to remain in 
such countries while their applications for Refugee Status are being processed, and 
to continue to live there afterwards, if granted Refugee Status.  

Beneficiary – a person, institution or other grouping of people that benefits from the 
actions described in a case. (http://www.beep-eu.org/)  

Best practice – the best examples of practice, e.g. which methods, tools, organisation, 
systems, technology, etc., were used to achieve the excellent performance seen. 
Such examples should also imply ease of transfer to other situations where users 
have similar objectives and should facilitate learning by them. Since 'best' is highly 
subjective and context dependent, as well as implying that no further improvements 
are possible, the preferred term now used is ‘good practice’. (http://www.beep-
eu.org/)  

Case (study) – the description of a specific situation and application of methods, typically 
a programme or project. This may be within a single organisation or may be a pan-
European project. A case study must involve one or more objectives and a 
description of the activities (methods and processes) carried out in pursuit of these 
objectives. (http://www.beep-eu.org/)  

Client – the party for which services are rendered by a research team. 
(http://www.answers.com). In traditional commerce and in the marketing and 
provision of services, a client or customer consumes or benefits from a product or 
service. (http://en.wikipedia.org/wiki/) Within the remit of the EIW project this can also 
apply to less traditional definitions of a client such as school pupils, for example.  

Convention Refugee (see Refugee below)  
Cross-cultural – the term cross-cultural is generally used to describe comparative data 

and studies of a limited number of cultures. For example, when examining attitudes 
towards work in the US and in Japan, then that is a cross-cultural study. 
(http://intermundo.net/glossary). It is sometimes used interchangeably with the 
„Intercultural” (see Intercultural). 

Cultural diversity – variety and richness of communities with distinct systems of norms, 
beliefs, practices, and values. (http://www.cadi.ph/glossary_of_terms.htm)  

Discrimination – involves formally or informally classifying people into different groups 
and according the members of each group distinct, and typically unequal, treatments, 
rights and obligations without a rational justification for the different treatment. If there 
is rational justification for the different treatment, then the discrimination is not 
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invidious. The criteria delineating the groups, such as gender, race, or class, 
determine the kind of discrimination. (http://en.wikipedia.org/wiki/)  

Education sector – The education sector includes primary, secondary and third-level 
educational institutions such as colleges and universities which are organised on a 
regional / national basis or independently such as tuition companies.  

Equal opportunities – two key elements of the general principle of equal opportunities 
are the ban on discrimination on grounds of nationality (Article 12 of the EC Treaty, 
formerly Article 6) and equal pay for men and women (Article 141 of the EC Treaty, 
formerly Article 119). It is intended to apply to all fields, particularly economic, social, 
cultural and family life. 
The Treaty of Amsterdam added a new Article 13 to the Treaty, reinforcing the 
principle of non-discrimination, which is closely linked to equal opportunities. Under 
this new Article, the Council has the power to take appropriate action to combat 
discrimination based on sex, racial or ethnic origin, religion or belief, disability, age or 
sexual orientation. Adopted in December 2000, the Charter of Fundamental Rights of 
the European Union includes a chapter entitled „Equality“ which sets out the 
principles of non-discrimination, equality between men and women, and cultural, 
religious and linguistic diversity. It also covers the rights of the child, the elderly and 
persons with disabilities. On the subject of non-discrimination, the Charter states that: 
„Any discrimination based on any ground such as sex, race, colour, ethnic or social 
origin, genetic features, language, religion or belief, political or any other opinion, 
membership of a national minority, property, birth, disability, age or sexual orientation 
shall be prohibited.“ (EU glossary of terms)  

Ethnic group – a group of people who identify with one another, or are so identified by 
others, on the basis of a boundary that distinguishes them from other groups. This 
boundary may take any of a number of forms -- racial, cultural, linguistic, religious -- 
and may be more or less porous. Because of this boundary, members of an ethnic 
group are often presumed to be culturally or biologically similar, although this is not in 
fact necessarily the case. (http://en.wikipedia.org/wiki/)  

Foreigner – a person born in or coming from a foreign country (OED)  
Good practice – the use of a method, tool, technology etc. which is generally regarded as 

'practices which are good for learning', i.e. practices which either achieve their own 
objectives and/or have a beneficial impact on their environment, or (and more 
important) provide useful learning experiences which are likely to stimulate creativity, 
ingenuity and self reflexivity on the part of the user. Contrast with best practice that 
has been shown to be the 'best' in a given situation as a result of benchmarking and 
other analyses. (http://www.beep-eu.org/)  

Immigrant – a person who comes as a permanent or long-term resident to a country from 
one’s own native land (OED) and intends to reside permanently, and not as a casual 
visitor or traveller. (http://en.wikipedia.org/wiki/)  

Intellectual property – Intellectual property traditionally covers two areas: industrial 
property which mainly comprises patents, designs and models, manufacturers and 
service brands and protected designations of origin; copyright and related rights 
which apply to all literary and artistic works. (EU glossary of terms)  

Intercultural – the term intercultural is generally used to describe comparative data and 
studies of a large number of cultures, or studies that try to identify dimensions that 
are not culture specific. For example Hofstede's work is intercultural, as it describes 
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cultural dimensions applicable for all cultures. Intercultural is also used to describe 
interactional data from members of different cultural backgrounds (normally more 
than two). (http://intermundo.net/glossary)  

Intercultural company – an enterprise that employs people from different nationalities, 
cultures and/or racial backgrounds.  

Intercultural workplace – a working environment in which people of different nationalities, 
cultures and racial backgrounds are employed. Also a work environment that deals 
with clients / customers from different cultures.  

International worker – A term used by some organisations to refer to workers from 
minority ethnic communities, who have come from overseas to work in the country. 
This term is considered more interculturally sensitive than other terms such as terms 
‘non-national’ or ‘foreign national’.  

Institutional racism – The collective failure of an organisation to provide an appropriate 
and professional service to people because of their colour, culture or ethnic origin. 
(Lawrence Inquiry committee investigation of London Metropolitan Police)  

Life-long learning – continuous acquirement of knowledge, skills and competencies in an 
environment of constant change  

Migrant Worker – an economic migrant is a person who voluntarily leaves his or her 
country of origin for economic reasons. (http://en.wikipedia.org/wiki/)  

Minority – a group within a country that differs in culture, ethnicity, race, religion or 
national origin from the larger part of the population specialed.peoriaud.k12.az.us/ 
psygloss.htm  

Multinational – a business organisation which operates in many countries  
Multiculturalism – Multiculturalism or cultural pluralism is a policy, ideal, or reality that 

emphasizes the unique characteristics of different cultures in the world, especially as 
they relate to one another in immigrant receiving nations. 
(http://en.wikipedia.org/wiki/)  

Non-national – a person who is not a citizen of the country they are residing in on a short 
or long-term basis. This term is commonly considered inappropriate nowadays, being 
both inaccurate and interculturally insensitive in implying a person has ‘no nationality’ 
– they are just nationals of a different country. The terms ‘foreign national’ or 
‘international worker’ are considered preferable.  

On-job training – the process of being taught a specific skill in the workplace  
Prejudice – unequal power relations reinforced by economic and social differences 

between individuals and groups  
Private sector – the part of the economy not under direct state control (OED)  
Public sector –  
(i) The Public Sector is the part of the economy concerned with providing basic 

government services. In most countries the public sector includes such services as 
the police, military, public roads, public transit, primary education and healthcare for 
the poor. The public sector might provide services that non-payers cannot be 
excluded from (such as street lighting), services which benefit all of society rather 
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than just the individual who uses the service (such as public education), and services 
that encourage equal opportunity. 

(ii) The Public Sector is made up of national government, local governments, 
government-owned or controlled corporations and government monetary institutions. 

(iii) Local, state, and federal government agencies and services, such as schools and 
libraries.  

Racism – any distinction, exclusion, restriction or preference based on race, colour, 
descent, or national or ethnic origin which has the purpose or effect of nullifying or 
impairing the recognition, enjoyment or exercise, on an equal footing, of human rights 
and fundamental freedoms in the political, economic, social, cultural or any other field 
of public life. (http://www.unhchr.ch/html/menu3/b/d_icerd.htm)  

Refugee – Refugee – The 1951 Convention relating to the Status of Refugees defines a 
refugee as a person who is outside the country of his/her nationality and unable or 
unwilling to return to it, "owing to a well-founded fear of being persecuted for reasons 
of race, religion, nationality, membership of a particular social group or political 
opinion." (Office of the United Nations High Commissioner for Human Rights 
www.unhcr.org) 
A person who, ”owing to well-founded fear of being persecuted for reasons of race, 
religion, nationality, membership of a particular social group or political 
opinion, is outside the country of his nationality and is unable or, owing to such fear, 
is unwilling to avail himself of the protection of that country; or who, not having a 
nationality and being outside the country of his former habitual residence as a result 
of such events, is unable or, owing to such fear, is unwilling 
to return to it". (Article 1 of the Geneva Convention, 1951)  

SME (Small to Medium Enterprise) – enterprises with fewer than 250 employees and a 
turnover of less than 40 million Euro. Divided into micro enterprises (fewer than 10 
employees), small size (11-50 employees) and medium (51-250). (http://www.beep-
eu.org/)  

Social inclusion – commitment to an ethos of fairness and equality within a given society. 
www.inspire.edin.org/pages/glossary.htm  

Social justice – right of all sectors of society to equity, fairness and equality. 
(http://www.cadi.ph/glossary_of_terms.htm) 

Social partner – a term used by the European Commission for employer and employee 
organisations who engage with the Commission in a dialogue with a view to 
developing a common approach to EU economic and social policies. It encompasses 
Trade Unions, Trade Associations, Chamber of Commerce, and (peripherally) 
Professional Associations. (http://www.beep-eu.org/) 

Sojourner – a temporary resident; a person who stays for a short period of time in one 
place. 

Study – an analytical piece of work that may include surveys or analysis of a group of 
case studies. Contrast with case study which is an individual situation or programme. 
(http://www.beep-eu.org/) 

Workplace education – systematic instruction to furnish or acquire further knowledge 
about the working environment and ways in which to apply good practice. 
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Introduction 

Interculturality at the workplace – challenge and opportunity 

In this publication, we are addressing decision makers in politics and industry, social 

partners, executives in associations, chambers, educational establishments and the 

authorities with the aim of encouraging them to bring the topic of interculturality and 

intercultural training still further into focus. 

It is becoming increasingly accepted that intercultural competence is an indispensable, key 

skill for successful communication and interaction. Not merely for large international 

companies. Small and medium-sized enterprises are discovering the opportunities of the 

international market, authorities are engaged in cross-border cooperation, training 

elements completed in foreign countries and colleagues and clients with a different cultural 

background becoming a normal part of everyday working life as well as of interpersonal 

contacts outside the work process. 

Interculturally composed teams and successful cooperation with partners and clients from 

other countries are simultaneously a challenge and an opportunity for companies in the 

state. It is a fact by no means new but often too little regarded that business success often 

depends more on cultural competence, on understanding and on an appropriate reaction 

to the cultural idiosyncrasies of the business partner than it does on professional product 

presentation. How well prepared for this are we? 

Of course, people with a different cultural background bring experience, knowledge and 

ways of thinking that benefit not only companies but also society as a whole.(do we make 

most of this?). And just as naturally, “being different” also creates problems, both for us 

Germans and for the people who come to us (do we deal with these in the right way?).  

It is frequently a lack of information, sometimes indeed a lack of willingness to assimilate 

information, or to understand that one’s own views are shaped by one’s own culture and 

are thus by no means universally applicable. Some things which are for us a matter of 

course cause people from another culture group to shake their heads, oh yes, and head-

shaking can have a different meaning too in other countries…  
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Living and working together are not always stress-free, but are unavoidable in a globalised 

world. Given the situation in our state, can we really afford friction losses and missed 

opportunities from effective cooperation with foreign partners, colleagues and clients? 

The Leonardo da Vinci project “European Intercultural Workplace” (EIW) tackles 

intercultural questions in connection with the workplace. Together with ten other European 

partners and under the auspices of Dublin City University, the Institut für Projektbegleitung 

und Kompetenzentwicklung is working on information and training material.  

The first part of this publication describes the situation at the “intercultural workplace” in 

selected fields both in the public and in the private sector. It includes an introductory 

examination of migration and of the situation of migrants in a social context before and 

after reunification.  

The analysis is deepened in the second part in seven case studies. The main objective 

here is to ascertain the challenges and opportunities of the intercultural workplace and 

derive conclusions for the further development of intercultural skills. At the same time the 

aim is to identify practice worth copying (good practice) for use at a national and European 

level.  

The results will be incorporated in the further course of the project into materials with 

sector-related recommendations and into teaching material. 

We would expressly like to invite any interested companies, institutions or individuals to 

participate in the project.  

Please direct any queries to: Dr Gerd Zimmer, zimmer@pro-kompetenz.de or in writing to 

Institut für Projektbegleitung und Kompetenzentwicklung – pro-kompetenz, Im Winkel 53, 

18059 Rostock. www.pro-kompetenz.de 
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Part 1: Situational Analysis 

1. General background & national context  

1.1 Immigration and cultural diversity in a historical context up to the present 

day – specific features in the development of Mecklenburg-Vorpommern  

1.1.1 Short history of migration in the Mecklenburg and Vorpommern region  

There has always been a multiplicity of forms of migration in Germany. The history of 

migration in the territory of the present state of Mecklenburg-Vorpommern exhibits specific 

disruptions and differences from the general development in Germany. It is worth making a 

short historical digression into the causes, forms and effects of migration movements and 

the composition of migration streams in order to understand contextually current 

developments both in a national framework and at the level of the region, to be considered 

separately, of Eastern Germany and Mecklenburg-Vorpommern in particular. This is all the 

more important because migratory and demographic developments occurring elsewhere 

had in the past and continue to have into the present a far more intensive effect in the 

present state of Mecklenburg-Vorpommern than in a national context, decisively shaping 

regional society.  

Three dramatic and historically significant examples of disruptions in population 

development may be mentioned, knowledge of which is essential for a proper 

contextualising and assessment of the situation in the state today:  

1. In the mid 19th century, the Mecklenburg region had the highest rate of emigration 

on a European scale after Ireland. Those leaving the land were principally from the 

poorer social strata, seeking a better future for themselves and their families 

(Werz/Nuthmann, 2004, p. 9). Mecklenburg-Vorpommern was historically at certain 

periods a classic emigration region.  

2. After the second world war, the then Land of Mecklenburg1 took more than 10% of 

the at that time 10 million German war refugees and displaced persons from the so-

called eastern territories up to 1946 – compared with the indigenous population 

                                            
1 The then Land of Mecklenburg is territorially virtually identical to the present federal state of 

Mecklenburg-Vorpommern, only a few border areas moved after reunification on the basis of referenda 
from or to neighbouring states. 
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more than any other German region. Thus, in November 1945, 1.1 million locals 

had been joined by 1.4 million refugees and displaced persons. Although these 

were predominately ethnic Germans, they were at the same time refugees with all 

the characteristics known from migration research. About 600,000 ultimately 

remained permanently in the state and had to be integrated (Diederich, 2004, p. 94-

99). 

3. Since 1989 – within a mere 15 years – the state has lost almost 200,000 of its 

inhabitants in peacetime, i.e. approx. 9.7%.2 The loss was not distributed equally 

among all population groups, however. Those leaving have been principally the 

younger and better educated (Schultz, 2004, p. 231 ff.) (a higher-than-average 

number of academics), largely for economic and job policy reasons. As a whole, 

population figures and their structure have changed dramatically since the fall of 

Communism. As a result the consequences of the demographic shift in society will 

become perceptible, capable of being studied and being formulated more easily 

and more clearly in Mecklenburg-Vorpommern. Thus the state has lost twenty 

percent of women in the 20-35 age group since reunification. In addition to the 

already momentous economic loss principally of qualified and younger people, a 

birth-shortage-induced demographic-economic negative-growth spiral is 

developing, the immediate consequences of which are already beginning to have 

an effect (Birg, 2005).  

At the same time the so-called „reunification break” led within a very short period to a 

drastic drop in birth figures from summer 1990 (Dinkel, 2004, p. 183). The years of 

particularly low birth rated from 1990 have since shaped the process of shrinkage of the 

educational infrastructure in Mecklenburg-Vorpommern: falling day nursery capacities, 

closure of primary and secondary schools, and currently of grammar schools. By 

2008/2009 at the latest this phenomenon will have reached the training and job market 

despite the economic crisis.  

The indicated lines of development make it apparent why Mecklenburg-Vorpommern is 

frequently described as a „laboratory of migratory and demographic developments”. A 

comparative approach to migration movements and their specific features in the „old” 

Federal Republic should be adopted, as „the experience of immigration of the old West 

                                            
2 www.baden-wuerttemberg.de/de/karten/88381html. 
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German states (is) overwhelming in the discourse on migration policy(...)” (Memorandum, 

2002, p. 3). This paper concentrates on working out the specific regional features, 

significant aspects of which can certainly be considered to embody a fully independent 

course of development.  

The significance of historical development on the state of society in Mecklenburg-

Vorpommern today, particularly of the socio-economic, demographic and socio-

psychological effects of the repeated radical socio-political upheavals within a mere three 

generations, means that it should be dealt with particularly extensively. Only if these 

processes are sufficiently explained and understood in their full dimensions is there a 

chance of developing and effectively implementing adequate action strategies and 

instruments. 

1.1.2. Foreign workers and students in the region in the GDR period  

In contrast to the massive immigration movements in the 60s in the former Federal 

Republic of Germany (FRG), there was no comparable level of immigration in the GDR. 

The GDR may have had the largest number of foreign workers in the socialist countries of 

RGW3, but they only made up about 1% of the total working population in 1989, the year of 

social change. 

Of the total of about 191,000 foreigners living in the GDR in 19894, 93,000 were so-called 

contract workers. Significant in this low overall figure were in particular the Vietnamese 

(59,000, 1/3 of which were women [Bade/Oltmer, 2004, p. 93]) and Africans, principally 

from Mozambique (15,000) and Angola (n/a) (Bade/Oltmer, 2004, p. 93).  

                                            
3 RGW: Council for Mutual Economic Assistance, also known in the west as COMECON. 
4 This represents a percentage of foreigners of c. 1.2% of the then GDR population. 
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Fig. 1: Foreigners in the GDR in 1989 by nationality
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[1] not counting the relatives of the Group of Soviet Armed Forces in Germany (GSSD). Their number is 
estimated in 1989 repeatedly at approx. 500,000 (c. 3% of the then GDR population). Most of the „simple” 
soldiers were quartered in barracks without the opportunity to go out; soviet officers and civilians lived in 
their own developments, de facto extraterritorial areas.   
Source: Bade/Oltmer, 2004, p. 93 

Initially (from the mid 60s onwards), foreign employees came to the GDR exclusively from 

central-eastern European RGW countries, particularly from Poland and Hungary but also 

from Bulgaria. In the 70s and particularly in the 80s, international agreements were made 

with countries such as Algeria, Cuba, Mozambique, Mongolia, Angola, Vietnam and China. 

These regulated the number of employees to be sent, their length of stay (between two 

and max. five years) and pay level, social benefits and the level of wage transfer to the 

state party to each agreement (Bade/Oltmer, 2004, p. 4). In today’s context one could 

speak of early forms of (state-organised) subcontracted work.  
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Fig. 2: Contract workers in the GDR 1966-1989
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Source: Bade/Oltmer, 2004, p. 95 

Principally Vietnamese contract workers were employed in the region of the present 

Mecklenburg-Vorpommern. Main areas of employment were the port and handling, the 

shipbuilding and textile industries. These sectors alone have experienced dramatic 

collapses in employment since 1989; the textile industry has completely disappeared5. 

This development has been described in dissertations and theses after 1989 (Buschbeck, 

2004; Grabosch, 2005; Krebs, 1999). The situation analysis refers to these papers among 

others for a brief examination of its history.  

Whereas initially qualification-respective development aid through vocational training was 

also postulated in the GDR, the main purpose from the mid 80s onwards was to obtain 

additional manpower. The contract workers predominately carried out jobs in the 

production sector which were not thought highly of by domestic workers and were difficult 

to fill in consequence of the general shortage of manpower: jobs requiring little qualification 

and/or „dirty” jobs, generally in three-shift service (Bade/Oltmer, 2004, p. 93). The motive 

for immigration was thus to a certain extent comparable with the development in West 

Germany in the 60s and 70s, although it was on a completely different scale in the GDR 

and state directed and controlled.  

There may however be an indirect connection between the recruitment policies of the two 

German states: it cannot be disputed that the mass recruitment of „guest workers” in West 

Germany was causally connected with the dwindling flow of new workers from an East 

Germany sealed off by the building of the Berlin Wall. In the GDR the number of contract 
                                            
5 All these sectors are concentrated on the Hanseatic city of Rostock, which acts as a regional 

hypercentre and is regarded as the secret capital of Mecklenburg-Vorpommern. 
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workers evidently rose perceptibly and continuously from the moment when (from 1984) 

an appreciable number of people started to leave the country again for the west. The 

possibly very different qualification profile of people leaving and arriving is however a point 

against this.  

Even more than in West Germany integration was not the intention here. „The migration 

policy of the GDR was aimed unambiguously at return and rotation – the family was not 

allowed to join the workers.” (Otman, 1998, p. 4). Germans and foreigners led their lives 

largely separately. Every area of life and work was strictly regulated and subject to the 

omnipresent control of one’s own „spy” and state organs of the GDR. Closer contacts with 

the local inhabitants were undesired and made administratively difficult (ibid., p. 94-95). 

The government policy of the GDR towards contract workers was less a matter of social 

integration and more state-prescribed segregation” (ibid., p. 96). Questions of cultural 

difference did not arise in the propagated ideology and accompanying public discourse.  

„People of different nationality, according to SED ideology, should therefore always meet 

as it were as ‘representatives’ of their respective nations, almost in a diplomatic function, 

but not on a ‘person-to-person basis’. Mutual acceptance as ‘people like you and I’, as 

individual guests and hosts, passers-through and locals, as chance acquaintances etc. 

was thus made more difficult from the outset and required conscious, stubborn resistance 

– although there were indeed examples of this. The message of the official regulation 

mania was however: ‘nationality’ (and it was practically based on nationality) is eminently 

‘important’, internationalism never called the pre-eminence of the nation into 

question.”(author’s emphases)6. This mental heritage continues to make itself felt today.  

There was however naturally interest and curiosity on the part of some of the „walled-in” 

population of the GDR in the „exoticism” of the guests. State control and the language 

barrier were however major obstacles to personal contacts, mutual experience and getting 

to know another culture. This experience remained largely the preserve of certain 

academic milieus (see below) and varied considerably in individual cases. Interestingly, 

personal connections made at the time today offer new business perspectives e.g. in the 

field of biotechnology research (see 2.1.4).  

The memorandum „Immigration and integration in the newly-formed German states” 

comes to the following conclusion in this regard: „For many foreigners, original culture was 
                                            
6 http://www.bpb.de/publikationen/OKZ5MW,3,0,Historische_Ursachen_der_Fremdenfeindlichkeit_in_ 

den_neuen_Bundesl%E4ndern.html. 
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restricted to their „own four walls”, while as far as possible assimilation was expected of 

them in public.” (Memorandum, 2002, p. 5). Patterns of perception and evaluation of 

foreigners have survived until today in many parts of the GDR population. The severe 

shortage of jobs again makes „foreigners” appear as competitors, effective ghettoisation 

and assimilation pressure are still accepted as a matter of course, interculturalism is still 

seen as something threatening through all social and institutional sectors.  

There were many foreign students and employees in GDR times at the universities of the 

former Rostock County (Rostock and Greifswald) (for further information see: Werz, 2004, 

p. 128-133). Many of them were from other socialist countries, but mainly from regions 

where „anti-imperialist” independence or liberation movements or other „progressive” 

movements were active and members qualified for state scholarships. There was also 

however a certain number of „paying guests”. There were about 9,000 foreign students in 

the GDR at the fall of communism in 19897. The level of cooperation and daily cohabitation 

with foreigners in this area was more developed than in the situation of contract workers, 

who as mentioned earlier lived quite segregated from the general population. Foreign 

university employees also came mostly from „friendly fraternal socialist nations”. Some of 

them were political refugees from dictatorships (esp. Chile8). Most of the students lived 

next door to each other in the halls of residence. There were however clear differences 

here between individual university locations in the former GDR.  

The figures for the universities of the northern county of Rostock9 from that time are 

however predominately positive. Many students and employees from different countries 

obtained qualifications in completing a degree or postgraduate degree here, particularly 

from Africa, Latin America (Cuba) and Asia. The corresponding above-average level of 

education of the local employees and students at the educational institutions and a 

fundamentally positive attitude of solidarity with foreign colleagues and fellow students 

formed from the point of view of the authors the basis of a helpful and considerate 

                                            
7 www.drehscheibe.org/leitfaden-artikel.html?LeitfadenID=218. 
8 2,000 Chileans, who found protection in the GDR after the Pinochet coup in 1973, formed the largest 

group of political refugees in the GDR. They differ markedly from other foreigner groups in two respects: 
1. They were almost exclusively highly-qualified, intellectual people, former state officials, white-collar 
workers and students. 2. Their integration, desired for political and ideological reasons, was promoted 
in exemplary fashion by the state. See: Bade/Oltmer, 2004, p. 96. 

9 The present state of Mecklenburg-Vorpommern was subdivided into three counties as administrative 
units in the GDR period: Rostock, Schwerin and Neubrandenburg. The two universities in the state and 
two specialist colleges are in the territory of the former county of Rostock, so the information given here 
may be generalised for the state as a whole. 
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relationship to and interest in foreign students and employees. Local students and 

employees took on the care of foreign fellow students and colleagues on a voluntary basis 

to make it easier for them to find their bearing and settle in. Intensive language courses to 

acquire German were regularly added to the course of studies, so that there were 

generally no major communication problems.  

Foreign students and employees had equal rights and in some ways were even privileged 

in comparison with their colleagues from the GDR. They mostly had opportunities to travel 

to West European countries. The average GDR citizen was denied such freedom of 

movement. Foreigners specifically in the academic milieu were thus living embodiments of 

greater autonomy and freedom of thought and action. The clubs for foreign students and 

employees were thus bursting with Germans, lively interest for culture and information 

events. In allocating admission tickets and visits e.g. to discotheques, foreign employees 

and students were treated as guests to be accorded favourable treatment so that they 

obtained a good impression.  

It must finally again be particularly stressed that even then it was to some extent a case of 

academic „isles of bliss”. The mass of foreign contract workers lived in contrast on state-

administered „isles of total isolation”. This did not only decisively influence the identity of 

those immediately affected but also the way a significant proportion of the social majority 

saw how foreigners have to „integrate”: assimilate inconspicuously or leave.  

1.1.3. Foreigners as immigrants, students, workers and entrepreneurs in the state 
of Mecklenburg-Vorpommern after 1989  

Like all East German states, the region has undergone rapid change since 1989. As well 

as positive developments in different areas of social and economic life such as urban 

development (particularly extensive modernisation of the housing stock, expansion and 

development of the entire infrastructure and the newly-won opportunities for democratic 

participation), there are serous socio-economic and socio-political problems which it has 

not been possible to solve in the years since the fall of Communism.  

As a result of the total collapse of the regional economy after 1989 and unsuccessful 

revitalisation with the aid of several billions in grants, Mecklenburg-Vorpommern has in 

June 2006 the highest rate of unemployment in Germany – just as Berlin – at 19,9%.10 The 

                                            
10 www.pub.arbeitsamt.de/hast/services/statistik/000100/html/monat/200606.pdf. 
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state has the rural districts with by far the highest rates of unemployment in the whole of 

Germany, markedly above even the state average. There is a clear geographical trend 

here: the nearer the district lies to the old inner German border, the lower is the 

unemployment rate. On the other hand, the nearer it is to the Polish border (the external 

border of the EU until 1st May 2004), the higher the rates. The peak value has been held 

for some years by the rural district of Uecker-Randow, right on the border, at currently 

26,8%11 registered unemployed. The unemployment rate among foreigners in M-V can 

only be described as extremely high: 

Fig. 3: Selected unemployment rates 30.6.2006
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Sources: http://www.pub.arbeitsamt.de/hst/services/statistik/000100/html/monat/200606.pdf/ and: 
Statistisches Landesamt M-V, Zahlenspiegel M-V 8/2006, Schwerin 2006 

The situation on the training market, of significance for the approximately 20,000 children 

and young people with a migration background12 living in M-V, looks similarly gloomy. The 

supply of in-company and outside-company trainee places has not been able to cover the 

demand for years. The imbalance between supply and demand in trainee places in the 

agency district of Rostock is currently manifested as follows:  

- 2,194 available trainee places 

- 4,620 applicants 

                                            
11 Ibid. 
12 Data from Ute Schmidt, M-V ministry of social security, at conference „’Outline plan for intercultural 

education’ of the state of M-V” in Rostock on 29.4.2005. 
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- that is 506 trainee places fewer than in 2004, 

- decline in comparison to the previous year particularly in production jobs in trade 

and industry (-200) and services (-325) 

- 28% of young people (up to 27) currently have no vocational training.13  

The continuous undersupply of trainee places in the state has led on the one hand to a 

permanent drain of potentially good and mobile people, who prefer immediately to seek 

good training in the comparatively prospering western areas of the state. On the other 

hand, a logjam of applicants builds up over the years, as not all applicants without a place 

migrate. At the start of the training year 2005/2006, 40% of trainee applicants in M-V will 

be left over from those who have not obtained a place in previous years14. As these are 

purely quantitative propositions, the quality and potential of the applicants and trainees 

must be considered separately from an economic point of view. From the training year 

2006/2007 on the so-called reunification break (in the birth rate) will have matured on to 

the training market; from 2009 the situation will transform dramatically. This may help 

short-term to ease the situation on the training market. Regional business however already 

expects a shortage of good applicants now. 

Fig. 4: Number of school leavers in M-V 2004-2010
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Source: Dieter Kwiatkowsky (director of Rostock job agency) in Norddeutsche Neueste Nachrichten, 
5.4.2005, p. 9 

                                            
13 All information according to Dieter Kwiatkowsky (director of Rostock job agency) in Norddeutsche 

Neueste Nachrichten, 5.4.2005, p. 9. 
14 According to data from: Hannelore Schlottke, divisional manager of training of Ostmecklenburg-

Vorpommern small business association, at „Youth conference of HanseJobcenter Rostock” in Rostock 
on 28.4.2005 
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Overall, the region is lacking a deep-rooted, sufficiently broad and economically healthy 

stratum of medium-sized companies and an adequate settlement of production centres, 

so-called industrial lighthouses, in the form of major companies. The shortage of jobs and 

trainee places in the region thus leads on balance to exodus and not to immigration. It was 

only in the population group „People with a migration background” (i.e. including ethnic 

German emigrants from the east) that Mecklenburg-Vorpommern had a positive migration 

balance in 2004 of 2,349 persons15. The only reason for this is the binding allocation 

through federal law of new immigrants and asylum seekers. As matters stand at the 

moment this will however not alter the fact that the foreseeable consequences of 

demographic development will become visible earlier and be more drastic in their effects in 

M-V than elsewhere in Germany: the most rural regions in particular are threatened with 

ageing and depopulation. The study „The effects of migration16 on the development of 

population in Mecklenburg-Vorpommern” by Reiner Hans Dinkel offers a comprehensive 

and highly compact description of the situation in the state from a demographic point of 

view, and is worth quoting here:  

„In the depths of the countryside today, where the necessary infrastructure can in principle 

only be maintained at the price of higher costs, the demographic ageing which is taking 

place anyway is being significantly intensified. Infrastructure facility cutbacks are 

unavoidable, so that living conditions will continue at least relatively to deteriorate and 

existing jobs (if they exist at all) cannot be kept. In the otherwise shrinking centres on the 

other hand, the immigration of those willing and able to work can help to moderate the 

problems otherwise arising or to avoid them altogether. The countryside empties at the 

cost of the centres which continue to prosper on account of this development and a 

reversal of the trend seems scarcely possible (...) M-V is currently devoid of centres with 

independent appeal to young job seekers. The university towns of Rostock and Greifswald 

are even experiencing above average net emigration. (...) In view of the lack of jobs there 

is little hope that an influx of immigrants from Eastern Europe could solve the state’s 

problems. (...) It will not be possible for the state of M-V, which is small anyway as regards 

population and economic power, to have a long-term political existence if it is not possible 

soon fundamentally and lastingly to reverse the demographic trends (in the concrete case 

                                            
15 DGB Bildungswerk: Migration Online 05/2005, Düsseldorf 2005 (www.migration-online.de/beitrag). 
16 Migration is for once not meant here in the definitory context of this paper, but in the sense of the use of 

the technical term in demographic research, which here comprehends all permanent emigration and 
immigration of people over the borders of the state. 
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of the exodus of young and able-bodied people). (...) Necessary at the very least would be 

an attempt by all socially relevant powers to take active countermeasures. Although one 

should be careful with horrifying images, the current demographic development in the state 

of M-V is with the exception of the two border rural districts17 without a precedent in its 

downward dynamics.” (Dinkel, 2004, p. 199-200).  

It this situation it is difficult to forecast future developments. The demographic 

development will lead to increased immigration in other regions to cover manpower 

requirements. With regard to the region analysed here this cannot be said with certainty, 

as the high level of unemployment can compensate for the drop in the labour market 

demand and for the aging population. If there is such a requirement in the future, it will 

probably be in the fields of tourism, care of old people and agriculture with often relatively 

low qualification requirements, and in the innovative company sector, if a development 

which has started here continues positively.  

In view of the downward spiral noted by Dinkel however, it is ultimately a question of 

political declarations of intention and setting of priorities whether, how and to what extent 

immigration and in particular the integration and absorption of foreign migrants is desired 

as a population-stabilising element, promoted and presented to the wide mass of the 

population in local social debate as a real chance for the future development of the state. If 

society, that is the population, is ready and willing for a change of perspective and 

paradigm in how it sees immigration, away from „threat” and towards „chance” and – if the 

crucial, largely middle-class, elites are willing and courageous enough to advocate this in a 

state which has neither recovered from the dramatic effects of the all-embracing social and 

economic upheaval nor has recognised its widespread xenophobic every day behaviour 

for what it is and is prepared to change it (see also 3.). 

The social situation of many migrants in characterised by the fact that they are even more 

affected by the catastrophic situation on the regional job market than Germans. Thus 

unemployment among foreigners in Mecklenburg-Vorpommern is approximately three 

times the average, even taking the already very high initial mean value18 into account. 

                                            
17 Meant here are the two western rural districts of Northwest Mecklenburg and Ludwigslust, which are 

both on the border to the western states of Schleswig-Holstein and Lower Saxony and in the catchment 
area of the metropolis of Hamburg. 

18 These figures do not include ethnic German emigrants from Eastern Europe or asylum seekers/rejected 
asylum seekers – this group is de facto excluded from the regional job market on account of the so-
called secondary nature of its access to the job market and thus often falls back on illegal employment. 
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Internal differentiation thus gives an extremely heterogeneous picture. According to this, 

80% of the group of emigrants in Rostock in 2001 were not employed and only 20% 

declared themselves employed. The picture for the migrant group of former contract 

workers is completely different, whereby 83% of them were employed and 17% not 

employed. 28% of the group of asylum seekers were employed and 72% not employed 

(Buschbeck, 2004, p. 41 ff). 

Of the approximately 38,600 foreigners in the state in 2004, about 5,000 were receiving 

income support. Legal changes in the area of social systems came into force at the start of 

2005. In course of this, statistic registration of the unemployed was also changed19. Since 

1st January 2005, income support recipients considered to be able to work20, have been 

listed as unemployed. Previously there were separate statistics for income support. To 

clarify the causes of the significant rise of the proportion of unemployed among the foreign 

population in January 2005, comparative values from income support statistics are shown 

as well. 

Fig. 5: Income support relation in 
Mecklenburg-Vorpommern on 31.12.2003: 
proportion of income support recipients in 

the respective population group

12%

3.6%

0%

2%

4%

6%

8%

10%

12%

14%

Quelle: Statistisches Bundesamt, Wiesbaden 2004

Ausländer
Deutsche

 

                                            
19 Until 31st December 2004, all those seeking work (with restrictions) were registered who were the 

responsibility of the Federal Agency of Employment. Those on income support did not count as 
unemployed up to this time. 

20 Anyone who can work for more than 3 hours a day without qualification is officially considered to be 
able to work and is included in the unemployment statistics from 1st January 2005, even if s/he has 
previously received income support. 
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The high proportion of income support recipients among foreigners can however merely 

explain the sudden increase in the unemployment rate at the start of 2005. It is not 

possible to explain why the average unemployment rate virtually „spiralled” in the following 

two months. A possible explanation is the not-yet-complete integration of the Federal 

agency unemployment statistics and the relevant values for unemployment benefit II 

recipients (previously income support), which are to some extent the responsibility of 

municipal authorities. 

Fig. 6: Unemployment rate trend in M-V in monthly comparison 
January-March 2004 and 2005
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Source: Statistisches Landesamt Mecklenburg-Vorpommern: Zahlenspiegel M-V 5/2005, Schwerin 2005 

There is a similarly dramatic picture looking at the number of employed persons. The 

number of working foreigners liable for social insurance is marginal. This marginality is 

reflected in the fact that the following figures cannot be shown comparatively in a diagram:  

- Workers liable for social insurance in M-V/ 30.9.2005 512,000 

(represents 30% of the total population in M-V)  

- Foreign workers liable for social insurance in M-V 30.9.200521 3,300 

(represents 9% of the foreign population in M-V)  

- Percentage of foreigners in overall employment figures in M-V 0.6% 

(overall percentage of foreigners in population of M-V 2.3%)  

Among the foreigners on the job market, there is only a very small percentage who are in 

full employment, where their PRSI (pay related social insurance) is contributed to by their 

                                            
21 www.statistik-portal.de/Statistik-Portal/de_zs02_mv.asp 
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employer, compared with their percentage of the population. On the other hand there 

clearly exists in certain communities an above-average propensity to earn one’s living 

independently as a mini or small-scale entrepreneur. Thus, of the approximately 9000 

Vietnamese living in Rostock, about 140 provide for themselves and their families as self-

employed operators (Kollath, 2005). But there are surely other explanations as well, not to 

be grasped by means of statistics.  

Division of dependent workers into sectors in M-V is not done separately statistically by 

Germans and foreigners. It is therefore only possible to speculate on the distribution of 

foreigners by sector. The following diagram is intended to give an overview of the 

importance for employment of individual sectors in M-V.  

Fig. 7: Workers liable for social insurance in M-V by sector 
(30.9.2005)
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Source: www.statistik-portal.de/Statistik-Portal/de_zs02_mv.asp 

An absence of data because of the lack of detailed recording only makes it possible to 

speculate on the main fields of employment of foreign workers. The low absolute number 

of foreign workers in M-V overall increases the validity of such hypotheses, as they are 

largely based on the public perception of such employment. With 3,300 workers in the 

entire state it is thus possible to gain a literal overview fairly quickly: the „trade, hotel and 

restaurant industry, transport” sector clearly dominates. It is possible that this is the sector 

of industry where the overwhelming majority of foreigners are currently employed. 

Paradoxical as it may sound: at the time of the survey there was a grand total of 242 (two 
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hundred and forty and two) employed Turks.22 It would appear in view of the regional 

reality that these are not enough people to provide the ubiquitous doner snack bars with 

sufficient Turkish staff (who are generally to be found there). This situation suggests the 

spread of „alternative” forms of employment such as so-called „moonlighting” which is 

relevant but difficult to estimate exact numbers, and is not the focus of this report.  

Overall the figures starkly reveal how dramatic the social situation is in the state in general 

and among foreigners in particular. This is as it were the starting point for all further 

considerations, lying like a large shadow across all activities and measures.  

The completely different ethnic composition of immigration to M-V in comparison with the 

West German states is also evidently reflected – as already mentioned – in the job market. 

Whereas for example c. 26.6% of foreign workers in the West German states in 2003 

came from Turkey, the percentage at the same point in Mecklenburg-Vorpommern was 

6.5%. The history of migration in the state and thus the ethnic composition of migrants is 

different. It is significantly shaped by the immigration of German immigrants from the east 

and Jewish emigrants from the successor states of the USSR23, by refugees applying for 

political asylum24, former contract workers who have remained in the state and their 

families and by foreign students and teachers at the state’s academic teaching and 

research institutes.  

There are currently about 39,000 foreigners and 20,000 emigrants living in Mecklenburg-

Vorpommern that is about 59,000 migrants in total.25 With a current overall population 

figure of about 1.71 million, this represents a migrant percentage of almost 3.5%. The 

statistical percentage of foreigners on 30.09.2005 in contrast was only 2.3% (Germany: 

                                            
22 www.statistik-portal.de/Statistik-Portal/de_jb02_jahrtab12.asp. 
23 Jewish emigrants receive an indefinite residence permit/leave to remain, but keep the nationality of their 

country of origin. Ethnic German emigrants from Eastern Europe have been arriving ever more 
frequently since the mid 90s with non-German family members, who likewise keep their nationalities 
and count as foreigners. Both groups – including many Germans among them – share Russian as 
lingua franca. 

24 The nationwide allocation formula does not only fix the proportion of asylum applicants a state is to 
accept, but also a set quota of potential countries of origin of the applicants. In this way, migrants have 
come to Mecklenburg-Vorpommern via the asylum procedure over the last 15 years mostly from Iraq, 
Turkey, Togo, Vietnam, various successor states of the USSR (especially Armenia and Azerbaijan) and 
Yugoslavia, recently from Russia too (generally Chechnya). 

25 Information from the minister of social security of Mecklenburg-Vorpommern, Marianne Linke (PDS), in 
the state parliament on 1.4.2004 (www.soziales-mv.de/pages/Rede35.html) and www.regionalstatistik. 
de/genesis/online. 
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8%)26. The term „migrant” is here applied not only to foreigners of the various non-German 

ethnic groups, but also to the group of ethnic German emigrants from Eastern Europe, as 

these people, despite their German nationality conferred by law on arrival „[are coming] 

culturally, mentally and socially to a true immigration situation. They are nothing else than 

German immigrants and should be treated as such.”(Bade, 2000, p. 14). „Despite their 

German descent and automatic naturalisation emigrants confront the same difficulties as 

migrants in general, making integration programmes equally necessary.”27  

To this may be added that they are frequently defined by the local population, despite their 

formal legal status as German people and citizens simply as „Russians” (whereas in the 

CIS states they were „Germans”). As the group of emigrants has increasingly been arriving 

with family members not of German origin (who have kept their nationality) since the start 

of the 90s, an aggregation of the two different groups following the letter of the law is at 

least logical and sensible from an integration and social policy perspective and has already 

been accepted in the formulation of the state policy „Guidelines on integration of migrants 

living permanently in Mecklenburg-Vorpommern including asylum seekers resident here” 

and will find expression in the „Plan for integrating migrants living in Mecklenburg-

Vorpommern”.28  

The concentration of migrants is low in comparison with the old West German states. 

Distribution also diverges widely within the state. Mecklenburg-Vorpommern only has a 

few larger towns, this is where migrants are concentrated, and the Hanseatic city of 

Rostock as the most densely populated town of the northern East German state has the 

largest number of migrants and the greatest ethnic diversity. The authors do not have 

access to statistical data on the ethnic composition of foreigners in M-V; detailed 

statements can only be made for the town of Rostock. One general statement may 

however be made: the language of immigration is Russian, the face of immigration is – 

other than in the west and insofar as it is perceptible at all – not Mediterranean, but rather 

Asiatic and African in delineation.  

                                            
26 Statistical federal and state agencies: www.statistik-portal.de/Statistik-Portal/de_jb01_jahrtab2.asp and 

Sta.A M-V, Sta. Hefte 2/2006. 
27 DGB Bildungswerk: Migration Online 05/2005, Düsseldorf 2005 (www.migration-online.de/schlagwort). 
28 The guidelines were resolved by the state government on 16.12.2003. The state concept is currently 

the subject of political and social debate and is due to be passed by the state parliament in November 
2005. 
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1.1.4. The situation in the Hanseatic city of Rostock from 1989 to today  

As a major regional centre, the Hanseatic city of Rostock should here be subject to 

particular scrutiny, as it has taken and is taking a line of development which is in many 

ways untypical for the state of M-V. This special position has as its root cause in particular 

the fact that Rostock is by far the largest town in the region (31.12.2005: 199,288 

inhabitants, next-largest town is the state capital Schwerin with fewer than 100,000 

inhabitants29), has the largest proportion of immigrants in the state and provides the most 

migrant-specific advice, care and training facilities in Mecklenburg-Vorpommern. 

The national variety of migrants has also increased in Rostock since German reunification. 

According to M-V interior ministry data, the state of Mecklenburg-Vorpommern in 2004 

took 2.6% of ethnic German emigrants from Eastern Europe, 2.3% of asylum seekers and 

2.5% of Jewish emigrants from the successor states of the USSR according to the Federal 

Government allocation formula. The standard for comparison here is the number of people 

in the respective immigrant group which has newly arrived in Germany in the year in 

question.  

The Hanseatic city of Rostock had exactly 6,779 foreigners in 2005 and about 4,000 ethnic 

German emigrants from Eastern Europe. With the population of the town being 

approximately 11.5% of the state population, this represents an above-average 

percentage of about 17.1% of all foreigners living in the state and 30% of ethnic German 

emigrants. The percentage of foreigners is thus 3.5%, the migrant percentage 5.4% of the 

town’s population.30 The ethnic make-up on 31st December 2005 was as follows: 

                                            
29 Mecklenburg-Vorpommern Office of Statistics (Ed.): Statistische Berichte, Bevölkerungsentwicklung der 

Kreise in M-V (Faktoren der Bevölkerungsentwicklung) 1.1 bis 30.9.2005, Schwerin 2006. 
30 Own information of the Hanseatic city of Rostock, Town office, Office of foreigner affairs/ Dien Hong 

e.V., IntegrationsFachDienst Sozialberatung, Rostock 2005.  
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Fig. 8: Ethnic make-up on 31st December 2005 

Source: Diên Hông e.V., IntegrationsFachDienst Sozialberatung, Rostock 2006 

Around 1,300 foreigners from 87 countries of origin were living in the rural district 

surrounding Rostock, Bad Doberan, on 31st December 2004. In addition, there were at 

least 500 ethnic German emigrants who had newly arrived in the previous three years31.  

There were already many contract workers living in Rostock before 2004 – particularly 

from Vietnam. Although most of them returned home after the mass redundancies in the 

course of the economic collapse after monetary union, the Vietnamese were still the 

largest group of foreigners in Rostock up to 2003. The community continues today to be 

relatively stable and is lightly increasing in number through families joining and through 

births.  

It should therefore be briefly examined what happened to these contact workers after the 

fall of Communism in 1989/90 decisively changed all aspects of life. With the social 

upheaval and the reunification of the two German states, the Federal law governing aliens 

became effective for foreigners previously living in the GDR region as well. The 

consequence of this for foreign workers was that their previous right of residence was 

transformed into a residence permit. This residence permit was tied to a specific purpose – 

                                            
31 Ostseezeitung, 27.04.2005, p. 13. 
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work. This development put the contract workers affected in a worse position than 

comparable foreign workers in the former FRG. It was in effect a constitutionally 

sanctioned continuation of the GDR foreign worker policy. Losing one’s job would mean 

automatic obligation to leave.  

The rapid economic collapse, which allowed entire sectors to disappear in the region after 

the fall of Communism, produced mass redundancies, which also affected the contract 

workers. Dismissals did not however conform to the existing government agreements and 

valid work contracts. It was clearly codified in the agreements that the employment could 

not be terminated unilaterally32. As a result more and more – still state-owned – companies 

in the GDR filed applications to release contract workers. In 1990 the paradoxical situation 

arose that keeping to the existing contract would have led to continuing to employ foreign 

contract workers and having to make German workers redundant. Action was needed. 

Contract workers whose employment was terminated before the end of the agreed 

contract term could claim a premium of DM 3,000 if going home prematurely. The 

company also had to pay financial compensation of 70% of the current average net wage 

for up to three months and guarantee accommodation until the worker departed. What 

consequences did the development have for Vietnamese contract workers in the region? 

To begin with, their number fell drastically. 

                                            
32 The contracts were after all government agreements, which individual companies could not simply 

ignore. Contract workers were still arriving until the middle of 1990 on the basis of these contracts from 
the main senders Vietnam, Mozambique and Angola, see also: Krebs, 1999. 
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Fig. 9: Foreign contract workers in East Germany (selected 
countries of origin)
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The residency of the remaining Vietnamese was legally readjusted in 1993. The purpose-

dependent residence permit was changed into an authority to stay which had to be applied 

for. To receive this authority the applicant had to prove that he could pay for his upkeep 

himself. This included proof of housing and a certificate of permanent residency in 

Germany or the former GDR. These conditions resulted in increased – often self-employed 

– Vietnamese employment in niches scarcely offering sufficient income: mobile sellers of 

clothing, fruit or artificial flowers, snack stands, waiters etc. These fields of employment 

continue to characterise public perceptions of the Vietnamese to the present day. In its 

high degree of individual securing of livelihood through self-employment the Vietnamese 

community is markedly different from other ethnic groups in the region. A partly empirically 

conducted study from 1999 comes to the result for the town of Rostock that of the 788 

Vietnamese living in the town at that time alone about 300 were working as self-employed 

(mainly in the areas given above) (Krebs, 19999, p. 43). This represents a proportion of 

38% of all Vietnamese! 

The group of new arrived Jewish migrants has grown continuously. It must be mentioned 

in this context that there is targeted settling of Jewish emigrants in Mecklenburg-

Vorpommern in three urban locations: in the state capital Schwerin, in Wismar and 
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Rostock. This at first (historical) sight doubtful settlement policy is rooted in the desire of 

the Jewish communities to allow viable communities to come into being. After the national-

socialist genocide and exodus or disappearance of the last survivors in the GDR period 

there was hardly any Jewish life left in the state at the fall of Communism. Currently more 

than 1,000 people of this migrant group live in Rostock. About half of them are organised 

in the newly arisen city Jewish community.  

In comparison, the number of newly registered asylum seekers in the Hanseatic city of 

Rostock has only declined slightly since 2002 – in contrast to the drastic drop in new 

arrival figures nationwide. As asylum seeker accommodation has continually been closed 

down in the period discussed particularly in the rural regions of Mecklenburg-Vorpommern, 

and Rostock has been favoured as a location on account of its exemplary standards of 

care and accommodation, there have been repeated so-called in-state redistribution of 

asylum applicants already living in the state into the Hanseatic city. Of political significance 

in this connection is the fact that the declared desire exists in the Rostock community to 

accept these groups of persons, in contradistinction to many rural districts in particular. 

This is further manifested in the fact that the town build or renovated hostel 

accommodation on its own responsibility in the years 1996 to 1999. It should also be 

emphasised that these hostels were consciously located in city residential areas and not 

banished to remote locations on the outskirts. The dominant groups among asylum 

applicants in Rostock for several years have been people of Iraqi origin, from Togo, 

Armenia, Vietnam and Turkey and from different regions of the former Yugoslavia.  

Unemployment among foreigners and ethnic German emigrants is very high in Rostock 

too, although the percentage figures are unfortunately not available. The administrative 

district of the Rostock job agency is the only one in Rostock to keep a separate record of 

the (formally considered as German) emigrants in its jobless statistics, on account of 

excellent cooperation over many years with the IntegrationsFachDienst Migration of the 

Vietnamese-German Diên Hông e.V. association. When looking at the absolute figures 

presented here one should again recall a corresponding statistical quantity: in the whole of 

Mecklenburg-Vorpommern approximately 3,000 foreigners work in conditions liable for 

social insurance, in Rostock alone there are in contrast about 1,000 registered 

unemployed foreigners (roughly 15% of all foreigners in the state live in Rostock):  
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Fig. 10: Unemployed foreigners and emigrants in the district of the Rostock job agency 

(in absolute figures/ 1.1.-31.12.2005)  

Source: Diên Hông e.V., IntegrationsFachDienst Sozialberatung, Rostock 2006 

1.1.5 Summary of typical characteristics of immigration in M-V  

Immigration in M-V in general and in Rostock in particular exhibits several typical 

characteristics:  

 The migrants are predominantly relatives of the first immigrant generation. It is 

solely in the group of Vietnamese who have already been living here for a longer 

period that something like a second generation, partly born in Germany, is slowly 

growing up. The integration problems of this group have frequently been examined 

in migration research and do not represent anything unusual as such. Rather it 

should again be recalled – particularly in political discussion – that the situation of 

immigration in the east displays significant differences from that in the west of 

Germany.  

 The majority of immigrants may have come voluntarily to Germany, but it was not 

their choice to settle in M-V, this location was imposed by regulations. By far the 

largest status groups of migrants in the state – the German emigrants from the east, 

the Jewish quota refugees from the successor state of the USSR and the asylum 

seekers – were allocated within the framework of the state allocation formula to a 
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state in what seemed to the individuals an arbitrary way. There applies for ethnic 

German emigrants and Jewish emigrants a residential commitment limited to two 

years (which is however linked to drawing state benefit; should someone achieve 

the leap into economic independence, the state does not mind where s/he lives). 

Asylum seekers however are subject to the so-called residence obligation, i.e. they 

are not only tied to the place of residence, but generally may not leave it either. If 

they find work outside this area, a work permit, difficult enough to acquire as it is, 

will often be refused when it is pointed out that it makes it necessary to move 

outside the fixed area of residence. 

 Restricted access to the job market: the majority of the first generation of 

immigrants has to struggle against a series of structural deficits: lack of competence 

in German, both general and specialist language terms, non or barely compatible 

professional qualification and work experience, missing legalisation from school, 

vocational and university qualifications from the home country, a lack of access to 

social and other network structures, which could facilitate entry into the job market. 

For some immigrants (depending on their entitlement to stay) so-called 

subordinated access to the job market applies. In practice this means that if 

qualification and aptitude for a position are equal, applicants of German nationality 

and foreigners from the EU are given preference. This shows clearly that there 

exists structural discrimination against certain groups of foreigners in M-V (and in 

Germany as a whole). Further obstacles for some migrants are official bans, which 

may be linked to the residence entitlement, on self-employed work. 

 This leads to a prevailing personal dependency on social benefits: as already 

pointed out, unemployment among people in M-V with a migration background is 

approximately two-and-a-half times as high as among Germans. With income 

support recipients (until the end of 2004), the figure was four times as high. In view 

of the catastrophic situation overall on the job market, the higher qualification 

requirement (and accompanying costs) and other barriers to earning one’s living 

independently, a very large proportion of migrants in M-V is dependent on state 

transfers. The public perception of migrants in the state is also unfortunately shaped 

by this circumstance, although there is a major information deficit in this connection 

among the non-affected German population about the special circumstances of 

immigration law. 
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 A markedly higher proportion of asylum seekers in the overall number of migrants 

compared with the situation in West Germany: between 1,500 and 830 applicants 

have come annually by allocation to M-V in the last four years (the trend is 

downwards)33. No separate counts are made, but there are relevant empirical 

values according to which the number of asylum seekers and rejected asylum 

seekers is roughly four times as high as the number of new applicants. For the 

Federal Republic as a whole this means a share of the foreign population of 

approximately 2.5%, for Mecklenburg-Vorpommern however of about 10%34. 

Because of the specific and numerous legal restrictions (up to and including 

freedom of movement within Germany) on this group of people, this circumstance 

must be mentioned as a specific feature of immigration in M-V. These people are de 

jure excluded in the first year of their stay from the job market, this state of affairs 

continues de facto thereafter – with a very few exceptions. The „subordinated” 

access to the job market cements the ban on access of the first year in view of the 

general job market situation.  

1.2 Government responses to the development  

Immigration and the integration of immigrants in the Federal Republic of Germany are 

decisively shaped in their concrete structure by Federal law guidelines. This is not 

surprising, and for this reason the important points should be briefly described here. To do 

this it is necessary to go into historical, political and legislative developments in the last 

five years from a socio-political point of view. This is to make clear what a change of 

premises is currently taking place in recognising the necessity of immigration and 

integration in society. The corresponding reflection in different sectors of society should be 

analysed in as model a fashion as the question of how the altered premise setting is 

reacted to with different instruments, where the „driving” and „curbing” factors are to be 

found and in what intensity and quality the latter display their effect.  

                                            
33 Federal Agency of Migration and Refugees 2005: www.bamf.de/template/statistik/anlagen/hauptteil 

_1_anlage_12.pdf (Seite 11). 
34 Estimated. 
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1.2.1. Federal and state political level  

Residence and Immigration Act (Zuwanderungsgesetz)35  

 On 1 January 2005, following several years of parliamentary discussion, the new 

Immigration Act, which was promulgated on 5 August 2004, entered into force. It 

constitutes the first comprehensive reform of the existing aliens law into a modern 

immigration law. The key points of the Act are labour migration, humanitarian regulations, 

integration and security aspects. 

The Immigration Act (hereinafter Residence Act), which replaces the previous Aliens Act, 

contains regulations on the entry of foreigners into Germany and their residence in the 

country, on possible residence purposes and on termination of residence and asylum 

procedure. 

Residence titles 

The new Act for the first time specifies the visa as an independent residence title. This 

regulation is significant for short stays. Possession of a visa now explicitly constitutes 

grounds for a residence entitlement. Under the previous aliens law this only applied to 

residence titles obtained in Germany following entry into the country. 

In the case of longer stays, a distinction shall only be made between the (limited) 

residence permit and the (unlimited) settlement permit. First-time entry into the country still 

requires a visa for the Federal Republic (national visa), which is then converted into a 

residence permit or a settlement permit in Germany. A limited residence permit is issued 

for the possible residence purposes listed in the Act (education or training, gainful 

employment, international-law, humanitarian, political or family grounds). An unlimited 

settlement permit is issued if an alien has possessed a residence permit for five years and 

fulfils additional requirements (secure income, no criminal record, adequate command of 

the German language, etc.). 

Residence for education purposes 

Aliens may be issued with a renewable residence permit to enable them to apply to and 

study at a state or state-recognized higher education institution or comparable training 

                                            
35 http://www.auswaertiges-

amt.de/diplo/en/WillkommeninD/EinreiseUndAufenthalt/Zuwanderungsrecht.html 
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establishment. After graduating, foreigners will be able to have their residence permit 

extended for up to one year for the purpose of seeking employment relevant to their field 

of study, if the job can be held by an alien. 

A residence permit for participation in language courses unrelated to study preparation or 

for school attendance may be issued in certain cases. If the Federal Employment Agency 

gives its approval, a residence permit may also be issued for the purpose of completing in-

company initial and continuing training. 

Labour migration 

To replace the previous system of separate residence and work permits, a residence 

permit which also grants access to the labour market has entered into force on 1 January 

2005. Foreigners will therefore only have to deal with one authority. Abroad this will be the 

foreign missions (embassy and consulate visa offices), in Germany the aliens authorities. 

The labour administration is involved via an internal employment approval procedure 

where this is required. 

The Act provides for highly qualified persons to be granted permanent residence from the 

outset. Such persons may receive a settlement permit immediately. Family members who 

enter Germany with such persons or subsequently are entitled to take up gainful 

employment. 

Promotion of the settlement of self-employed persons: as a rule self-employed persons 

receive a residence permit if they invest at least one million euro and create a minimum of 

10 jobs. If these requirements are not met, each case is examined on its own merits to 

determine whether there is an overriding economic or specific regional interest, to assess 

its impact on the economy and to check its financial basis. 

Students are now entitled to remain in Germany for up to one year after successfully 

completing their studies for the purpose of seeking employment. 

The general ban on the recruitment of unqualified and low-qualified persons is to be 

retained, with a regulation allowing exceptions for individual occupation categories. In 

addition, approval may be granted in justified instances if there is a public interest in an 

individual taking up employment (Residence Act, Section 18 (4)). 
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The so-called points system has been abolished. A residence title may be issued only 

when a concrete job offer has been made, although approval of the position generally 

depends on the demands of Germany as a business location with due consideration to the 

situation on the labour market. (end of the quotations from the Residence Act). 

The legislators of the Federal Republic of Germany commit themselves for the first time to 

Germany as a country of immigration and are attempting to provide both regulated 

immigration in the future and social integration of the approximately 8 million foreigners 

already living here (a total of approx. 15 million inhabitants with a migration background or 

returning migrants) with a legal framework.  

The debate on integration in Germany has intensified in 2006, whereby the focus has 

continued to be rather on expectation of adaptation than on integration. One of the main 

emphases of the discussion is on improving knowledge of German. The Federal 

Government has formulated thoroughly positive approaches on this. At the same time it 

has come up against its own limitations in accomplishing these. As the Federal 

Government sees, language preparation should already be improved before starting 

school. Yet it cannot implement this objective as questions of education are a matter for 

the federal states. This situation has been reinforced by the recently concluded federalism 

reforms.  

On 14th July 2006, Chancellor Angela Merkel and Maria Böhmer, minister of state for 

integration, extended invitations to an integration summit at the Chancellor’s office. This 

summit was the prelude to a one-year dialogue on forming a national integration plan. 86 

representatives of politics and business, from social associations and foreigner 

organisations took part in the discussions. The background to this summit was a growing 

unease with the tendency for the approximate 20 percent of the population, who are 

immigrants or from immigrant families, to be reduced to living on the margins of society.36  

The director of the Rostock association Diên Hông, Phuong Kollath, described this 

integration summit with Chancellor Merkel (CDU) as a „very positive signal”. As a 

participant at the meeting in Berlin, she said to the dpa37 on her return: „In the past people 

discussed us”, whereas migrants had now for the first time taken part in round-table 

                                            
36 SPIEGEL ONLINE – 14.Juli 2006. 
37 dpa Deutsche Presse-Agentur GmbH German Press Agency 
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discussions with representatives of politics, business and churches. It was however of 

course not possible immediately to resolve all deficiencies at a first meeting.38 

A national integration plan is now to be elaborated in six working groups.  

Regional policy level  

Regional policy in the field of integration is in principal subordinate to Federal legislation. 

But there is room to manoeuvre for every state, particularly in so-called soft structural 

factors. These include in particular the definition and mediation of the relative importance 

of interculturalism in the state.  

The guidelines on the integration of migrants passed by the state parliament in 

Mecklenburg-Vorpommern contain the important political statement: „Our state, severely 

affected by emigration, is profiting from a slowly but constantly rising proportion of 

immigrants living permanently in the state.”39 Starting from the basic values set out in the 

state constitution, the state government considers a sustainable and comprehensive 

integration policy as „an important long-term political task”. Notable in a national 

comparison is that asylum seekers are also expressly to be included in the efforts at 

integration. The migration organisations in the state are named as full partners in the 

integration process.  

In addition, the demands on the various protagonists in the integration process are 

formulated. These read in the view of the authors like an honest stocktaking of the deficits 

of the present in large parts of the state. In this sense the guidelines are an ambitious 

formulation of goals for the coming years. An overview of the most important demands is 

therefore worthwhile:  

immigrants: 

- recognition of principles and values of constitutional law, 

- assumption of personal responsibility for themselves and their children, 

- active participation in the community.  

locals: 

- recognition of own responsibility and development of commitment, 

                                            
38 dpa vo yymv hro 141738 Jul 06. 
39 Mecklenburg-Vorpommern state government: printed matter 4/968 of 15.1.2004, p.2. 



32 

- recognition of abilities and achievements of immigrants and of 

multilingualism as an opportunity, 

- opening up culturally and utilisation of opportunities for meeting.  

politics and authorities: 

- recognition of integration as a cross-section task, 

- creation of basic conditions for effective and targeted work, 

- uniting of integration efforts for ethnic German emigrants and emigrants, as 

the problem situations are comparable, 

- elaboration and implementation of a state integration concept for migration, 

integration and anti-discrimination policy (intended by the end of 2005), 

- coordination of integration promotion at all levels from the federal through to 

individual municipalities, structural streamlining at all levels in the state, 

- strengthening, support, networking the infrastructure of associations, clubs, 

initiatives and projects in intercultural and anti-racist work in the state, 

- examining legal norms to remove obstacles to integration.  

demands at all levels of action 

- intercultural opening up and development of intercultural competence in all 

areas of society such as politics, public administration, social services, 

schools, businesses etc. 

- targeted and coordinated elimination of migration-specific deficits (focus: 

individual perspective planning for the immigrant), 

- greater networking of the range of regulations with migration-specific 

initiatives and projects, 

- greater (professional) involvement of migrants at all levels, 

- targeted public relations work to promote the implementation of the goals.  

The guidelines identify the priority fields of action in regard to immigrants as teaching the 

German language and vocational training.  
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Building on the integration guidelines passed by parliament, there has since the summer of 

2006 been a framework of action for their targeted implementation in the state plan for the 

integration of migrants. 

The plan aims to promote the participation of migrants, strengthen the intercultural 

competence of the native population and open and sensitise administrative facilities and 

institutions more to migrants’ concerns. „There is a challenge to society to transfer 

responsibility to migrants and to integrate them so that they participate equally in 

processes of political decision-making. There is a requirement on migrants to make 

themselves familiar with social conditions, get involved and take on their share of social 

responsibility” says social minister Dr Marianne Linke ( Linkspartei.PDp).  

The plan formulates targets, tasks and the implementation of integrative measures from 

day-care centre through school up to traineeship, job, family and other areas of life of 

children and young people.  

Basic conditions for the state’s roughly 30,500 citizens and 20,000 returning emigrants are 

largely determined by the federal migration law. This stipulates e.g. that all migrants and 

returning emigrants are entitled to 630 hours of language and orientation courses. There 

are about 60 authorised integration course providers in the state. 138 integration courses 

with 2,285 participants have been initiated in Mecklenburg-Vorpommern since 1st January 

2005; 77 have already run their course. The Federal Government is also funding initial 

migration counselling.  

The state is complementing these integration efforts. Thus, the new plan envisions the 

bringing together of initial consultation services around Mecklenburg-Vorpommern into 

cross-district centres. Another area of focus is on integration efforts for children and young 

people. Dr Linke: „Targeted, continuous language development starts in the day-care 

centres. The younger children and young people with a migration background attending 

day-care centres and schools are, the smoother the process of integration. We have good 

preconditions for this in the state and reach the parents too.”  

The integration plan envisions training educators through their pre-school training on 

intercultural aspects. An in-service qualification programme for teachers of German as a 

foreign language is among the measures being planned for the school sector. 
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Access of migrants to training and professions is also to be improved. 

IntegrationsFachDienst Migration in Rostock, which promotes the integration of migrants 

into the job market, is being financially supported to this end. 

An advisory council on the integration of migrants is to be set up at state level by 

31.3.2007. This council of state and non-state actors formed within the ministry of social 

affairs will act in an advisory capacity on all questions specific to migration and integration.  

In the state budget for 2006/2007, a total of approximately 650,000 euros is set aside for 

the promotion of the social and professional integration of migrants.40  

With the national integration summit on 14th July 2006 in Berlin in mind, the state minister 

of social affairs declared that Mecklenburg-Vorpommern already had a comprehensive 

integration plan. „Whereas they are just getting started with the planning work in Berlin 

now, we are already into implementation.” The plan contained integrative measures from 

day-care centre through school up to training, profession, family and other social fields.41  

1.2.2 Municipal level – Hanseatic city of Rostock  

Rostock has a special position in a state comparison in view of its integration efforts. Since 

the racist disturbances in 1992 there has been a remarkable development here. This 

„annus horribilis” was simultaneously the birth of some still important initiatives and of an 

exemplary municipal integration policy. The guidelines on urban development elaborated 

by the town council in the year 2000 also found a place for integration promotion42.  

In particular, the support and promotion of the work of the Immigration Advisory Board 
(ABRO) as body representing interests is set as a goal. It has existed since October 1992 

and is a democratically elected body representing Rostock’s foreigners, defined by town 

council statute, which holds a permanent place in Rostock’s municipal self-government43 

(cf.). ABRO is the first and up to now the only body of this type in Mecklenburg-

Vorpommern. The promotion society ABRO functions as an umbrella organisation for the 

migrant associations in Rostock and is thus an important link between the local politics 

level and the autonomous organisations. The term „umbrella organisation” is to be taken 

almost literally, as most of the regional migrant organisations meet under the roof of the 
                                            
40 Pressemitteilung des Sozialministeriums M-V, 29.6.06. 
41 dpa vo yymv hro 141738 Jul 06. 
42 Hansestadt Rostock: Guidelines on urban development of the Hanseatic city of Rostock, Rostock 2000, 

p.20. 
43 www.rostock.de/internet/stadtverwaltung/abro/index.htm. 
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„Waldemarhof44” intercultural centre in Rostock city centre, likewise unique in M-V. It can 

be taken as an expression of progressive political participation in the city that the current 

chairperson of ABRO – the German, born in Togo, Assion Akuetey-Akue – was elected as 

in 2004 as the first city councillor in Rostock to come to Rostock as a migrant himself.  

The Ausländerbeauftragte (city official responsible for foreigners), Dr. Wolfgang Richter 

(since May 1991) has played an outstanding role in elaborating and implementing 

municipal integration measures and in coordinating the activities of the many protagonists. 

He is directly answerable to the mayor and vested with the following responsibilities 

among others: 

o examining administrative bills for their effect in his area of responsibility, 

o bringing concerns specific to foreigners to the work of the administration, 

o cooperation with social groups, institutions, businesses and authorities on foreigner-

specific questions, 

o regular reporting on his work and on laws, regulations and edicts of the Federal and 

state governments on foreigner problems,  

o early participation in all projects to allow initiatives, proposals, reservations and 

other opinions to be taken into account, 

o the right to autonomous public relations, participation at city council sessions, on 

committees, 

o right to speak on questions relevant to migration, 

o advising the mayor on matters of immigrant policy, 

o advising residents in institutions, senate areas and authorities. 

The field of activity has meanwhile been developed within the municipal authorities to the 

cross-authority municipal post of “Integrationsbeauftragter” (responsible for integration).  

1.3. Civic response 

The activities of the civil society level in Rostock need to be seen in the context of the 

racist riots of 1992. Horror at the events of the time led in Rostock civil society to the 

creation of a number of associations and initiatives whose lowest common denominator 
                                            
44 www.waldemarhof.de. 
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was and remains the active organisation of a peaceful and respectful coexistence of local 

and new immigrant populations. The spectrum ranges from the civic action group 

supported by many individuals and institutions, „Bunt statt braun” (colourful not brown), 

migrant organisations (Diên Hông e.V., Freunde der russischen Sprache e.V., Afrikanische 

Bürgerinitiative e.V., Islamischer Bund e.V., Union der Togolesen in Mecklenburg-

Vorpommern e.V., Talide e.V.), citizen and solidarity-oriented associations such as 

Ökohaus e.V. Rostock and other initiatives and unions (e.g. Soziale Bildung e.V. -SOBI). It 

is very much thanks to the very different continual activities of these agencies that – at 

least in the Hanseatic city of Rostock and its immediate environs – it has been possible to 

establish a cosmopolitan social climate in the years following the tragic events of 1992. 

Over time, some fixed addresses for intercultural encounters and – largely social – work 

have become established in the city in the environment of these initiatives and 

associations: the „Waldermarhof” intercultural centre, already mentioned, the so-called 

Ökovilla, the alternative youth centre (JAZ) to name but a few.  

The Vietnamese-German Diên Hông e.V. association – together under one roof – has 

been engaged in a large number of projects in the intercultural field since 1992. To name 

two here: IntegrationsFachDienst Migration (IFDM) and the XENOS project „En route to 

intercultural understanding and mutual respect” (W.I.R.). Among other activities, the latter 

project runs intercultural training for public administrations and state authorities – such as 

the Federal Border Guard -, methodical instruction for teachers and project days for 

schoolchildren and trainees in companies to break down xenophobia (e.g. Deutsche Post 

AG).45 On the other hand, IFDM advises and supports migrants in their linguistic and 

vocational qualification and integration. Professional consultants with a migration 

background, who can fall back on the resources of a wide network of partners, offer 

individually-tailored support towards successful professional integration.46  

EQUAL–Entwicklungspartnerschaft (EP) „New profiles for the Rostock region and around” 

(until 30.6.2005) pursue(d) the aim of making it easier for people potentially setting up a 

business from all social groups and professions to embark on independent economic 

existence. A subproject established at the Rostock association Ökohaus e.V. within EP 

gave targeted support to people with a migration background and ran intercultural training 

programmes in some companies in the region to defuse possible focuses of conflict. 
                                            
45 See also: www.dienhong.de. 
46 News sheet of IntegrationsFachDienstes Migration des Vereins Diên Hông e.V., Rostock 2003. 
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Ökohaus e.V. has also been active since 1991 in intercultural educational and youth work 

(school project work days, schoolchildren encounters) at a local level and in advising 

asylum seekers.47 

Work has taken place here for many years – as in the association Diên Hông e.V. – in 

multiethnic professional teams. Both associations have a wealth of practical experience 

and relevant expertise from many years of intercultural teamwork as a matter of course.  

Outside Rostock – although with important activities and relationships in the town – the 

„Ulenkrug” farm of the European cooperative Longo mai became established in the 90s. 

This sees itself – as well as its determined purpose as an agricultural and craft production 

and living location – as a „meeting place for many people of different nationalities”. The 

congress of European public debate took place at Ulenkrug farm in 1999. Since then the 

correlation of the activities there with the situation of refugees and migrants in the region 

has become an established component of their work and commitment.48  

1.4 Business community response  

Chapter I of this analysis referred repeatedly to the particular economic difficulties of the 

state of Mecklenburg-Vorpommern. In the following the dimension of the problems will be 

outlined briefly in an overall German context with the help of comparisons of some 

important indicators for 2004. All the data used refer to the latest report of the state 

statistical office „On the general economic situation in Mecklenburg-Vorpommern”49.  

The state’s share of total German gross domestic product (GDP) was 1.4%. GDP per head 

of the population was thus 25.8% below the federal average, annual economic growth 

about 31% lower (1.1% compared with 1.6% in Germany). Growth sectors were the 

processing industry; trade, hotel and restaurant industry, transport; financing, leasing, 

corporate services and agriculture. Sectors of decline were the building industry and public 

and private services. The economic structure displays an above average proportion of 

public and private services and of agriculture, forestry and fishing against a below average 

production industry presence. The rates of growth and decline of the individual sectors 

indicate a slow alignment process towards the national level.  

                                            
47 See also: www.oekohaus-rostock.de. 
48 www.stiftung-interkultur.de/prop0m.htm. 
49 Own graph after: Mecklenburg-Vorpommern statistical office: On the overall economic situation in 

Mecklenburg-Vorpommern, Schwerin 2005 (www.statistik-mv.de/doku/veroeff/Wirtschaftsentwicklung. 
pdf). 
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The number of employed people living in M-V fell by 0.7% overall (FRG: +0.3%) to 

706,800; the number of employed people working in M-V fell by as much as 1.2%; the 

number of commuters to other Federal states was 67,200, that is 9.5% of all employed 

people living in M-V, and will thus have risen further. What is striking is that growth sectors 

have been particularly affected by the absolute decline in employment figures:  

Overall employment balance: -5,200 

- production industry -6,000 

- agriculture -600 

- services +1,400  

Companies in foreign ownership are clearly „exotic animals” in a variety of ways in the 

company landscape of the state: they are small in number (1% of all companies), employ 

2.4% of the employees in the state, are generally of above-average size and productivity, 

allowing them to pay more than the agreed rate more frequently than average.  

The initial situation of young migrants entering professional life, more difficult anyway, is 

not made any simpler by the intensified competition situation. It is thus no wonder – to 

mention only one example – that there were apparently only two migrants among 212 

young applicants presented in a trainee applicant fair in the largest regional daily 

newspaper in March 200550, although their percentage of the relevant age group in the 

state now amounts to about 4.4%51.  

A model project financed by the ministry of education and research and the European 

Social Fund is currently tackling this problem: the professional qualification network (BQN) 

for young migrants of the Rostock association Diên Hông e.V. The aim is to focus the 

resources and expertise of regional protagonists in the vocational training and qualification 

sector optimally on promoting the target group and to achieve permanent synergistic 

effects52. Out of this emerges the fact that a kind of pioneer work often needs to be 

performed jointly with the partners cooperating in the network in order to recognise and 

exploit the growing social and future economic significance of the young migrants and of 

their potential. An appropriate awareness is only starting to develop now. This is no 

                                            
50 Looking for an apprenticeship?, Ostseezeitung supplement, Rostock 18.3.2005. 
51 Data from Ute Schmidt, M-V ministry of social security, at the conference „Outline plan of intercultural 

education of the state of M-V” on 29.4.2005 in Rostock.  
52 See also: www.dienhong.de. 
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wonder in view of the challenges of the last 15 years and the relatively low number of 

migrants up to now and should be actively and permanently promoted precisely for this 

reason.  

Because of the described problems on the regional employment, goods and services 

markets, international orientation of the companies is indispensable, developing sales 

potential in the Baltic region and beyond. Innovative products and services need to be 

developed for this.  

International development of tourism and the wellness sector is also essential. This 

however requires appropriate foreign language and intercultural cooperation qualifications. 

Despite a great deal of promotion this often does not yet exist. Sometimes relevant offers 

are not sufficiently exploited owing to lack of knowledge or ignorance. This is the case for 

example with mobility measures from the European education projects Leonardo da Vinci 

and Socrates for young people, who can develop their knowledge of foreign languages 

and intercultural competence in these projects. Concepts and good practice examples are 

presented in two case studies in part 2 of this publication which show how foreign 

language and intercultural competencies can be developed in the vocational education 

process.53 There are similar opportunities for company employees. Such opportunities 

must be publicised and utilised more purposefully in the future.  

The company Ecovis can be mentioned as a positive example. The concept of this 

company and the proceedings are presented in the mentioned case study. This nationally 

operating tax counselling, auditing and accounting joint practice has already carried out 

five Socrates projects since 1994. Company trainees from the region have taken part in 

these projects, significantly improved their knowledge of English and developed social and 

above all intercultural skills.  

From the point of view of the authors, it is striking that initiatives, activities and projects 

exploring intercultural aspects in relation to working life in M-V generally derive from 

initiatives of various EU programmes and are financed through them. Intensive 

cooperation and lively interchange between very different project organisers have 

                                            
53 Developing intercultural competence in vocational training, shown in the example of office 

administration trainees – a good-practice example of the ECOVIS Akademie Rostock and: Workshop 
programme on how young people in vocational training in media and IT professions deal with the 
subject of interculturality – a good-practice example from the „institut für neue medien”, Rostock. 
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developed locally out of the EU programmes, which would probably never have come into 

being without this politically willed support.  

1.5 Academic community response  

Inspired by the racist riots in Rostock in August 1992, which became notorious worldwide, 

science also began to apply itself to the problems of immigration in Mecklenburg-

Vorpommern, its consequences and necessary concepts for action. Most of the available 

studies come from the social and demographic sciences.  

A first sound review of the situation was delivered by an empirical study by Britta Müller: 

„Foreigners in the east of Germany – a Rostock study”. This outstanding publication 

represents an important contribution to the situation of foreigners in the Hanseatic city of 

Rostock in 1992, the year of the riots. The events of 1992 led to the town being 

henceforward under more precise public scrutiny in its treatment of migrants. This also led 

to a growing interest among the new generation of academics in the subject. It is 

interesting in this context that relevant topics of subsequent theses and dissertations were 

initiated by the practical training of the students at Rostock associations with strong 

integration activities (especially Diên Hông e.V. and Ökohaus e.V.).  

Three pieces of academic work, used as sources in this analysis, will serve as examples 

here:  

o Astrid Krebs: Left at home abroad – Vietnamese contract workers between socialist 

enlistment and free-market deportation, dissertation, Alice Salomon University of 

Social Work and Social Education, Berlin 1999. (Written after practical work 

experience at Diên Hông e.V. in Rostock and empirical investigations in the 

Rostock Vietnamese community).  

The process of community building of the largest ethnic minority in Rostock in terms of 

numbers over a long period in the 90s of the 20th century is described and analysed. It is 

made clear particularly where the favourable factors and obstacles lie in the process of 

professional and social integration of this group. 

o Fanny Grabosch: Developing new concepts for professional qualification in 

integrating young migrants in the Rostock job centre district, dissertation, University 

of Rostock, Institute of General and Social Education, Rostock 2003.  
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The dissertation supplies an overview of the German system of vocational training and the 

location of the eponymous target group in practice. The necessity of and options for a 

special promotion of the target group focusing on potentially available individual skills such 

as multilingualism and the experience of interculturality are examined and described.  

o Thomas Buschbeck: The social integration and disintegration of migrants in the 

Hanseatic city of Rostock, MA thesis, University of Rostock, Institute of Sociology 

and Demography, Rostock 2004.  

o Phuong Kollath: Examination of the integration process of Vietnamese in Northeast 

Germany, dissertation, University of Rostock, Institute of General and Social 

Education, Rostock 2005.  

Question of interculturality still play a subordinate role in university education today. 

Priorities have only been set selectively here in the past. As an example, a series of 

practice seminars in special education at the University of Rostock in the years 1999 to 

2002 may be mentioned here. The object was university-accompanied practically oriented 

introduction of the students to „Intervention options with children from crisis-laden families 

with a migration background”. Students each worked continuously within the project for 

one semester at the locations of the then three Rostock refugee homes in selected 

families. What was new and innovative about this project was that, from the experience of 

one of the authors54, a significant proportion of the participating students was granted 

insight for the first time and realistically into the up-to-then unknown reality of families with 

a migration background. From the author’s perspective, the confrontation of their own 

ideas, values and demands with this reality inspired for the first time or promoted a 

necessary critical confrontation of the future teacher with the cultural diversity in society 

and in their own subsequent professional career. This assessment was confirmed in a 

conversation of the authors with the then manager of RAA Rostock, Jana Hoffmann.55 

Unfortunately, the conception, course, result and evaluation of this project have not been 

documented or the documentation is not accessible.  

                                            
54 He accompanied the project and the participating students personally for some time as the person then 

responsible for one of the homes.  
55 RAA Rostock coordinated the project as an interface between university and the participating homes; 

the association no longer exists. 
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The importance of the subject for science was manifested in the joint implementation of 

the scientific symposium „Emigration and migration in Mecklenburg-Vorpommern” by the 

State  

Centre of Political Education/ Schwerin, the Chair of Comparative Governmental Studies 

at the Institute of Political and Administrative Sciences (IPV) at the University of Rostock 

and the Max Planck Institute of Demographic Research (MPI) Rostock in June 2003. 

Although „in the consciousness and public discussion of the state, (...) rather emigration, 

population loss and its peripheral location (have) a significance not to be 

underestimated”56, the problems of current immigration were equally explored in the 

overall context. In the findings, different research foci and findings on the history of 

migration as well as current questions of migration and demographic development in M-V 

were brought together for the first time in an omnibus volume (Werz/Nuthmann, 2004).  

Lead-managed by the Institute of Political and Administrative Sciences at the University of 

Rostock and commissioned by Diên Hông e.V., the subject of interculturality at vocational 

schools in the state was comprehensively investigated for the first time in 2006. The 

results have led to an initial overview of the intercultural structure at vocational schools, 

documented the relevance of the subject and elaborated methods of approach. The 

cooperative work of pro-kompetenz and the university has given rise to a case study which 

takes up important questions and results of the investigation and which is displayed in part 

2.  

Questions of the intercultural workplace play no explicit part, but are treated as marginal 

topics at best.  

1.6 Media response  

Two regional and local daily newspapers are published in Rostock: Norddeutsche Neueste 

Nachrichten (NNN) and the Ostseezeitung (OZ), which reaches a majority of households. 

These are supplemented by several weekly papers funded through advertising, which are 

distributed to all households (Rostocker Blitz, Warnowkurier, Hanseanzeiger). National 

German dailies and weeklies are usually read by the educational classes.  

                                            
56 From the introduction to the symposium „Emigration and migration in Mecklenburg-Vorpommern”, 

Rostock, June 2003. 
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In all the locally published papers named there is a wide range of reports and 

commentaries on various aspects of the life of migrants in the region. It is necessary here 

clearly to differentiate between reporting of national political debates and trends and local 

and regional news coverage.  

The political debate about the future structure of immigration and integration in the Federal 

Republic is also reflected in the local press in all its facets (immigration and terrorism after 

11 September 2001, immigration and the job market in connection with the new 

immigration act and the eastward expansion of the EU in 2004, defining culture debate, 

asylum etc.).  

In the regional context it has been possible to observe a trend in reporting over recent 

years which has given priority to attempting to emphasise positive instances of living 

together and integration. A major role is played here – at least in Rostock – by the distinct 

local political will that foreigners and ethnic German emigrants be socially integrated in the 

city.  

Many associations and initiatives concentrating their work on migration operate sometimes 

extremely professional public relations, which plays its part in the positive reflection in the 

media. What has been noticeable recently is an increase in portraits of successful 

entrepreneurs with a migration background. This is probably also owing to the 

circumstance that it is precisely among numerous representative immigrants of the first 

generation that, after finding their feet over the first few years, people increasingly take the 

self-employment course. There is incidentally an important starting point here in the view 

of the authors for targeted activities in the field of intercultural workplaces, and in customer 

and team orientation.  

The radio and TV market is traditionally characterised by the two tone of the public service 

radio and television institutions and the private commercial stations. In the Hanseatic city 

of Rostock there has in addition been the open (television) channel (ROK-TV)57 for some 

years, on which self-edited reports can be broadcast. This medium has been used 

sporadically in the past to disseminate community-specific foreign-language TV reports. 

These programmes could not by definition provide a forum for intercultural interchange.  

                                            
57 www.rok-tv.de. 
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Rostock local radio (Lohro)58 represents not just an interesting enrichment of Rostock’s 

radio spectrum but also the first institutionalised interculturally oriented medium in the 

region. After successful trial operation in 2004 and on acquiring all the legal media 

licences, this non-commercial free radio station goes permanently on air in Rostock in 

June 2005. As well as many other aspects, building up an intercultural editorial team 

(Lohro Interkulturell) is currently a priority, „(...) in which foreign and foreign-language 

fellow citizens are actively integrated in the LOHRO project”59. The radio makers went on a 

„publicity tour” for this purpose in the preceding weeks through the city’s communities: 

„Interculturality and a cosmopolitan outlook are an integral element of LOHRO (...) Work in 

this field is being lastingly promoted and supported by the Federal programme CIVITAS of 

the Ministry of the Family, Senior Citizens, Women and Young People. We want to 

address the international communities in the city and the region and integrate them in the 

work at LOHRO through workshops, training courses and targeted offers. The editorial 

team, which works in a voluntary capacity, produces not just its own magazine 

programmes and foreign and mixed language programmes, but also trains the other 

editorial teams. The presentation of different cultures and intercultural programme 

elements in the LOHRO programme will increase the intercultural competence of all those 

involved and sensitivity to these themes in the general public.”60  

The media play a prominent role in the forming of opinion. Those working in the media 

sector thus bear a high degree of responsibility, which could not be more clearly illustrated 

than by the controversy over the Mohamed cartoons. A absence of intercultural knowledge 

and understanding, together with a lack of intercultural sensitivity, can be major 

contributory factors to stereotypes and clichés in regard to other cultures being promoted 

and reinforced. 

Increasing internationalisation is also taking place specifically in the media sector. 

International cooperation and interculturality in the working team itself need to be reflected 

in the acquisition of fundamental qualifications for dealing with other cultures. The institut 

für neue medien has identified this challenge to developing competence within the scope 

of training and broken exemplary ground in promoting intercultural competence among 

trainees. This is delineated as a case study in part 2 as an example of good practice.  

                                            
58 www.lohro.de. 
59 Self-description: www.lohro.de. 
60 Ibid. 
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2. Examination of the situation in private, public and education 
sectors  

2.1. Cultural Diversity in the Private sector  

How far does interculturality play a role in the daily business routine in Rostock 

companies? The question of intercultural work teams and connected business-relevant 

management problem clearly does not yet play a major role for export-oriented businesses 

in the chamber district of the Rostock Chamber of Commerce and Industry CCI. The CCI 

is not in a position to report relevant feedback or enquiries from its member companies.61  

The events on offer in 2004 on intercultural management were barely taken up by 

companies. Only two free seminars on sinology were well attended. Enquiries showed that 

the topic did not have the overall status that would cause companies to invest in further 

training in this regard. Academically oriented overview events continue to be rejected and 

concrete practically oriented instruction expected.  

In the authors’ opinion, it will thus be necessary to introduce measures for greater 

sensitising in regard to intercultural cooperation skills as a success factor before training 

courses are taken up at all. It will in future be a matter of making the pragmatically thinking 

entrepreneur also aware of the fact that such training courses cannot consist purely of 

single questions of what is to be or not to be done. General statements and sensitising 

about (unconscious) e.g. Eurocentric or nationalistic perspectives which can have a 

significant negative influence on business relations simply have to be an element of 

intercultural further training courses.  

In a 2005 CCI-conducted poll of export-oriented companies, it was expressed that about 

every fourth company confirmed deficits in preparation for cultural differences, whereas 

foreign language problems remain a problem for about half of the companies well over a 

decade after the Wall came down.  

The authors suspect that there is here an, at least partly, relatively simple explanation for 

the frequently questioned reserve of German companies in regard to the activities e.g. of 

other Baltic countries. The tolerance of uncertainty of many small entrepreneurs is too low. 

                                            
61 Data of IHK Rostock CCI – conversation of the authors with Petra Kubasch, Rostock CCI (trade, 

services, tourism and foreign trade division, Euro Info Centre) on 19.5.2005. 
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They are simply afraid of not being up to the demands of an unknown terrain where the 

relevant opportunities for expression are not available.  

It will be attempted below to examine selected economic sectors in the Rostock region 

more precisely. Here too the analysis will be able to be supported by relatively few data. A 

targeted examination of existing or potential intercultural work possibilities must remain the 

preserve of later investigations, as the subject is to all appearances one whose relevance 

to local economic activity has yet to be revealed.  

2.1.1 Call centres  

„The demand for jobs in the service sector is continuing, the interest in jobs in call centres 

is amazing. Rostock is the location for providers”, says the managing director (of the 

Rostock job agency).”62 There was a total of 99 call centres in M-V in February 2005, 60% 

of which were set up after 2000. 15.3% of the jobs come from M-V, 70% from the former 

West German states. 8,307 people are currently employed at the call centres, 88% of 

whom are women. Staff requirement will increase again by up to 1,800 additional workers 

by 2006 (+18.3%). 18% of the staff deployed require knowledge of foreign languages in 

their daily work (with English dominating)63. Rostock has developed into one of the central 

locations for call centres. There were 14 call centres with 1,500 employees working just in 

Rostock in April 200464. A new company setting up in March 2005 (HanseNet) brought 

another increase of 150 workers; a later increase to 400-500 is planned. The providers 

have also included since 2004 a company with an owner of Turkish origin.  

Since May 2006, the network of the IntegrationsFachDienstes Migration of Diên Hông with 

the BilSE-Institut für Bildung und Forschung, IBRo GmbH and with the support of the 

Hanse Job Center Rostock has been working on connecting up the employment field of 

call centres with the capabilities particularly of Russian-speaking migrants. The aim of the 

project „Assistant for dialogue marketing” is to enable integration into the job market. The 

capabilities of migrants need to be activated and extended to get them involved in the work 

of a call centre. The acquired skills will also be in demand in other fields such as tourism, 

                                            
62 Ostseezeitung, 29.4.2005, p. 16. 
63 Telemarketing Initiative M-V e.V.: results of M-V call centre sector survey M-V: www.wm.mv-regierung. 

de/doku/ergebnisbericht-kurzfassung.pdf. 
64 www.callcenterworld.de/presse/mitteilung4.cfm?Gruppe=Presse&Name=Pressemitteilung. 
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logistics or marketing. Companies specifically with East European businesses contacts will 

prefer to fall back on applicants with a bilingual background. 65  

2.1.2 I&C companies (information and communication)  

The sector currently numbers 600 businesses in M-V in total. Around 13,500 

predominantly highly qualified employees work in the firms.66 There is no information 

available on the proportion of foreign employees. The authors suspect that there is an 

above-average proportion of employees with a migration background in this sector in 

comparison with others in the state, particularly in development and export-oriented 

companies (see also R&D).  

2.1.3 R&D companies (research and development)  

The particular structural weaknesses of the state were outlined in the introduction. The M-

V 2003 works panel elaborates on this as follows: „This weakness in the economy of 

Mecklenburg-Vorpommern particularly serious, because a process of recovery can not 

merely rely on predatory competition, but must rather be directed towards a sustainable 

exploitation of new markets with new, innovative products and services, requiring a high 

intensity of research.”67 Innovative small and medium-sized companies are growth 

promoters in the new states, also in periods of economic weakness. Companies in West 

German and foreign ownership have a major role to play here in Mecklenburg-

Vorpommern: „Foreign companies in the new Federal states have more employees, 

conduct more research, grow faster and have a higher sales productivity than the overall 

average of companies in East Germany.”68 11% of companies in East German industry 

with more than 20 employees continuously conduct research and development. These 

achieve 20% of sales and 30% of exports.69 In 2003, foreigners produced 10% of the 

research in Germany (cf.: USA: 50%)70.  

                                            
65 Diên Hông/BILSE JOINT PRESS STATEMENT 29 / 2006. 
66 www.secu-sys.de/news/pressearchiv/oz_150604.html 
67 M-V ministry of employment, construction and land development (Ed.): IAB works panel Mecklenburg-

Vorpommern –Results of the eighth wave 2003 -, p. 102, Schwerin 2004. 
68 M-V ministry of employment, construction and land development (Ed.): IAB works panel Mecklenburg-

Vorpommern –Results of the eighth wave 2003 -, p. 23, Schwerin 2004. 
68 Diên Hông/BILSE JOINT PRESS STATEMENT 29 / 2006. 
68  www.secu-sys.de/news/pressearchiv/oz_150604.html 
69 Innovative companies: growth bringers in the new Federal states – results of a study on R&D potential 

in the new states, www.viunet.de/news/texte/266.shtml. 
70 Dossier: Future of work „Hello and Goodbye“, p.3, www.politikerscreen.de/static/dossier/Arbeit/22.htm. 
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Fig. 11: Number of R&D companies in the new federal 
states April 2005

121

264 272

398

721

0

100

200

300

400

500

600

700

800

R&D companies

Mecklenburg-Vorpommern
Brandenburg
Saxony-Anhalt
Thuringia
Saxony

 

Source: Politics plans: minus 9 plus 3 – industrial research east fears further dynamic collapse, Neues 
Deutschland, 23./24.4.2005, p.9 

There is a total of about 70 biotech firms in Mecklenburg-Vorpommern with altogether 

1,400 employees, of which 700 alone are scientists in basic research.71  

Fig. 12: Employees in R&D companies in the new 
federal states April 2005
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Source: Politics plans: minus 9 plus 3 – industrial research east fears further dynamic collapse, Neues 
Deutschland, 23./24.4.2005, p.9 

There are no data available on the number of foreign researchers and white-collar workers 

in these companies in M-V. Projecting from available data, it may be assumed that there 

are fewer than 100 foreign researchers working in companies in research and 

development in M-V. To these can be added those working in university research.  

                                            
71 www.rostock-business.com/german/page-unternehmen/02-biotechn.shtml. 
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2.1.4 Biotechnology  

A major focus of research development and sponsorship in the state is the field of 

biotechnology. M-V is striving strategically to establish the state as a centre of expertise 

and integrated brand on the tourism-health tourism-health-biotechnology trail. The 

company network BioCon Valley72 plays an important role within this overall strategy. In 

the search for new cooperation, markets and development opportunities, the development 

of foreign markets and in this context a return to traditional relationships is increasingly 

moving centre stage for business and the state government alike.  

To this end, the prime minister of the state, accompanied by representatives of BioCon 

Valley, the Rostock employers’ association, German and ethnic Vietnamese 

entrepreneurs, travelled in April/May 2005 to Vietnam73, where, among other activities, 

cooperation agreements were concluded between the Rostock Hanoi employers’ 

associations74 and between BioCon Valley and the Hoa Lac Hi-Tech Park Management 

Board Hanoi. As well as the expected positive economic impulses, what is particularly 

interesting about this current process is that these contacts lead, not coincidentally, to the 

country of origin of the economically most active Rostock migrant community. It is possible 

to fall back on the manifold contacts of this group; some key people in the community are 

actively involved in networking.  

A further favourable factor is that „Many of today’s leaders in politics, science and industry 

in Vietnam (...) completed a course of studies in the former GDR and (...) and [feel] a 

rapport with the East German states which derives from this time. The universities of 

Mecklenburg-Vorpommern thus also have a good reputation in Vietnam.” (Harald 

Ringstorff, prime minister of M-V).75 The Vietnamese Government is therefore relatively 

well informed about and interested in the development of medium-sized companies and 

rural areas in M-V. A further classic instance of the usefulness of traditional – and personal 

– relationships is the cooperation agreement in the field of biotechnological research 

mentioned above: the crucially involved director of the Institute of Biotechnology at the 

Academy of Science and Technology of Vietnam studied biology at the University of 
                                            
72 See also: www.bcv.org. 
73 mvregion.net: BioCon Valley supports construction of a biotechnology network in Vietnam, 26.4.2005, 

www.mvregio.net. 
74 Rostock employers’ association (Ed.): Small and medium-sized businesses report 5/2005, p. 5, Rostock 

2005. 
75 mvregion.net: BioCon Valley supports construction of a biotechnology network in Vietnam, 26.4.2005, 

www.mvregio.net. 
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Greifswald in the 1970s. A further regional plus point is the fact that a major proportion of 

young Vietnamese academics speaks German.  

2.1.5 Agriculture/ seasonal work  

To be understood under seasonal work is short-term dependent employment of up to three 

months’ duration. Unfortunately, there is a shortage of up-to-date figures on the extent of 

this form of employment in M-V. However, the numerical data for instance on seasonal 

work in agriculture (the main area of employment of seasonal workers) are considered to 

be constant since 1996, significant changes only being expected from 2006 onwards, 

when the changes to the relevant legal regulations reveal their full effect (e.g. the 

enforcement of social insurance for seasonal workers from new EU member states, which 

will lead to a rise in the cost of workers, and will probably lead to an increased reliance on 

local harvest helpers).  

About 300,000 seasonal workers were employed in Germany in 2004, 92% of which in 

agriculture and forestry and 5% in the hotel and catering trade. 97% of all seasonal 

workers were requested by name by the companies deploying them, indicating many 

years of positive relationships between employers and employees. 88% of all foreign 

seasonal workers in Germany came from Poland (Otman, 1998, p. 6).  

In the current harvest season in M-V approximately 90% of all helpers come from Poland, 

10% are locals76. Polish workers are used almost exclusively for the work in the fields 

(partly because of the frequently complained of – principally in the press – bad 

experiences with local workers)77. The main reason given for this is that the motivation with 

the current standard minimum wage of € 4.32 and real wage of € 5.00 an hour is still 

comparatively lower among German ALG-II recipients than among Polish helpers78. 

Interest among German applicants has however increased in the current year, with the 

effects of the social reforms already being felt in the market. The most important work 

provider in the region around Rostock is the Karls-Erdbeerhof company.  

                                            
76 According to legal regulations up to now, a specific proportion of the workforce must have its normal 

domicile in the state. According to the information of different workplaces these workers are 
predominantly used for administrative, technical and sales work. 

77 Asparagus harvest starts in M-V, in: Ostseezeitung, no. 86, 14.4.2005, p.1. 
78 From: Bend, dig, cut: asparagus harvest in Polish hands, in: Norddeutsche Neueste Nachrichten, 

15.4.2005. 
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2.1.6 Services/ tourism/ hotel and restaurant industry  

Tourism is one of the most important industrial and image sectors for Mecklenburg-

Vorpommern. After high annual growth rates until the start of this decade, this sector is 

threatening to stagnate. Quality standards are increasingly being developed and 

implemented to safeguard the future and exploit new consumer groups. The state 

government has taken the demands into account to the extent of commissioning the 

development of the „M-V state tourism concept 2010”.79  

The basic thesis of the concept is that M-V has developed since 1990 into a „top 

destination in German tourism”80 with a current 20% market share. Purely arithmetically, 

263,000 tourists stay in the state every day, corresponding to about 15% of the local 

population. 130,000 people in the state earn income from a job in this sector. The sector is 

recognised among the experts for new package ideas, certifications and seals of quality. 

But there are weak points, which will be of the utmost significance to the field of work 

under examination and are thus selectively quoted here:  

„Internationalisation of tourist infrastructure, products, information and services is still at an 

early stage (...). An important prerequisite for continued successful tourism expansion is a 

wide acceptance of its significance and job opportunities in the state. This is good overall, 

but there is still some persuading to do in some areas. (...) Mecklenburg-Vorpommern still 

has considerable growth potential both in domestic and foreign tourism. (...) Foreign 

tourism is (…) underdeveloped in Mecklenburg-Vorpommern and the lowest in the whole 

of Germany with a market share of 2.3%.” 81 (despite its highest market share among the 

German tourist regions overall – authors’ note).  

The strategic recommendations of the concept are aimed at better exploitation of the 

„obvious potential” from neighbouring countries, gaining visitors from other European 

countries and North America and from the growth markets of the Asian-Pacific region. It is 

explicitly pointed out that „International visitors are not a homogeneous group, but 

according to their country of origin have the widest range of expectations, needs, views 

and demands(...)The eastward expansion of the EU offers opportunities, but the 

competition is increasing as well.”82 Finally it is stated that „the steady professionalizing 

                                            
79 M-V state government (patron), dwif-consulting GmbH, Berlin 2004. 
80 Ibid., p. I. 
81 Ibid., p. V-VI. 
82 Ibid., p. VII. 
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particularly of small and medium-sized enterprises (SMEs) in the tourism industry has to 

be an important task for all those involved in the coming years.”  

The stated propositions are unambiguous and indicate for instance that an intercultural 

opening of individual companies and ultimately society as a whole in the holiday regions is 

a central question in the future viability of these regions. The corresponding need for 

action seems immense, particularly as it is currently a case of „academic” conclusions 

which need to be understood and internalised by a large number of protagonists.  

How necessary and yet difficult initiating such a development is shown by the example of 

the German Hotel and Restaurant Association M-V (DEHOGA). This represents a sector in 

the state currently trapped in a sales crisis83 and which could profit precisely from the 

growing tourism market. To this end, the association had been campaigning for a wide-

ranging „quality offensive” in 2005 for the hotel and gastronomy trade, including teaching 

and using foreign languages and learning how to deal with different consumer groups. 

Thus for example, 134 gastronomic businesses were offered English and Swedish 

language courses to qualify their staff, in order to be better prepared for the increasing 

visitor numbers to Rostock from Sweden and North America (cruise tourism). According to 

DEHOGA, the response has been sobering, although there is here a clear economic need 

for action.84  

DEHOGA has concluded a partnership agreement with the Polish trade association; a 

cooperation agreement on questions of training and further training has been made with 

the Polish hotel university in Warsaw – where five foreign languages are taught as part of 

the training. The concentration at some tourist venues in the state – e.g. in the Baltic Sea 

resort Graal Müritz – is already on working with well-educated Polish staff. 85  

It was already pointed out in chapter I that it is evident that (small) entrepreneurs and 

workers with a migration background are increasingly present in gastronomy and trade in 

Mecklenburg-Vorpommern. Regional differences in distribution within the state are again 

substantial here. As no comprehensive data are available, the following comments are 

confined to suppositions derived from experience and are therefore formulated as 

hypotheses:  
                                            
83 Conversation with the district chairperson, Hannelore Dollinga, on 20.5.2005: the longstanding average 

turnover per guest of € 10 has fallen this year to € 2.80-3.00, which can be largely be put down to lower 
real incomes and widespread economic insecurity. 

84 Fried potatoes in Polish, in: Ostseezeitung, 5.4.2005. 
85 Conversation with the district chairperson of DEHOGA M-V, Hannelore Dollinga, on 20.5.2005. 
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o There is an appreciable number of intercultural workplaces particularly in the 

widespread and diversified speciality gastronomy, snack and retail (particularly 

foods) trades. The intercultural components arise here primarily from customer 

contacts (principally by foreign employees) and necessary business contacts with 

suppliers, landlords, banks, officials etc (principally by foreign employers/owners).  

o These activities are concentrated in the few larger towns in the state (Rostock, 

Schwerin, Greifswald, Neubrandenburg, Stralsund, Wismar).  

o In such towns, with relatively large homogeneous communities, migrants are 

increasingly developing businesses – often ethnically oriented – in the service 

sector. As well as the „usual” suppliers with typical foods of their countries, these 

have included in Rostock lately particularly businesses aimed at the Russian-

speaking clientele: travel agencies, nursing services, tax offices and law firms86. In 

these the intercultural workplace is a reality from the outset.  

A regional company operating in the hotel and restaurant industry, of which the manager 

himself has a migration background, was selected for a case study illustrated in part 2. 

One of the aims of this was to gain evidence on intercultural training needs from the 

aspect of a change of perspective.87 

The entrepreneur Amarseet-Singh Malhotra has been successful with his restaurants and 

wants to continue expansion. He has been living in Germany since 1989 and has 

established that Germany is highly bureaucratic. „If one does everything correctly, the 

agencies are satisfied as well.” The lack of language knowledge was a particular handicap 

at first. „It would be helpful if English were also an official language”, thinks the manager 

and gives Switzerland as a positive example. Then even more entrepreneurs would invest 

in Germany.88  

2.2. Cultural Diversity in the Public sector  

To begin with, the „public sector” should briefly be marked out in the context of this 

analysis. On the one hand there is no universally applicable definition of „the” public sector 

                                            
86 See: OZ-persönlich – Fulfil your dreams with travel, in: Ostseezeitung, 7.4.2005 and self-advertising of 

the domestic nursing service „Avicenna”, which offers its Russian-speaking clientele a wide range of 
services. 

87 Interculturality in the hotel and restaurant industry based on the example of the Bombay-Haus 
restaurant (Rostock). 

88 QUELLE: http://www.nordkurier.de/index.php?objekt=nk.nachrichten.m-v&id=72733. 
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and on the other there is precisely here unavoidable overlapping with the private sector, as 

well as the educational sector. The reason for this lies in the increasingly blurred dividing 

line between public and private services which runs through a number of institutions. 

These may be public-service, private or NGOs.  

Undoubtedly belonging to the public sector according to this are the sectors of state 

jurisdiction (at the federal, state and municipal level – thus all the ministries, authorities, 

departments, school system, penal system, fiscal authorities, police, armed forces, Federal 

Border Guard, customs etc.), social security (including medical care in the area of 

responsibility of compulsory insurance: health, unemployment, pension, nursing care). It 

becomes more difficult to draw the dividing line with classic municipal services (crèches, 

kindergartens; municipal housing supply, public transport, waste disposal, 

gas/water/electricity).  

Many of these areas have been privatised in recent years or structurally hived off. The 

same applies to nationally operating, former state concerns in transport and 

communication infrastructure (Deutsche Bahn AG, Deutsche Telekom). As these have 

been partly privatised and/or compete against private competitors on a liberalised market, 

they count in the meantime as private sector.  

What can be said in general about all areas of the public sector: the spectrum of dealing 

practically with a growing intercultural diversity in everyday and professional life ranges 

from „Why did you come? Nobody invited you.”89 through to natural and professional 

handling.  

2.2.1 Example of public health system/ health industry  

Qualified personnel are being urgently sought for in hospitals in all five newly-formed 

German states; the gaps in outpatient care are becoming ever larger. There were 600 

empty surgeries in Germany at the end of 2004, 25% of which were in M-V (150, excluding 

GP practices. 2,500 registered doctors in private practice currently work in M-V, of whom 

1,300 are GPs, and of whom in the next three years alone 30% will leave professional life 

for reasons of age.90 The campaign started in 2004 by the M-V ministry of social security 

                                            
89 Remark by an employee of a transit camp for ethnic German emigrants to a resident of the camp, in: 

Barbara Hendrich: The other Germans of Gelbensande, Ostseezeitung, 27.04.2005, p. 13. 
90 West German doctors should take over practices in the East, in: Ostseezeitung, 26.4.2005. 
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against the shortage of doctors is to be explained against this background. A shortage of 

463 GPs to guarantee basic care in the state by 2010 is forecast.91  

Even if this is primarily a matter of safeguarding the people’s basic medical care, this 

development has major implications specifically for the development of the sunrise 

industry of health and health tourism. About 70,000 people are already working in this 

sector today (approximately 14% of M-V’s employees). Growth potential here is principally 

seen in developing a trademark „state of health M-V” and an international marketing 

campaign. The German market is seen as largely exhausted. „Our aim is to be the health 

state no. 1, not hospital no. 1”92 The experiences of other states show that it is precisely 

immigrants that increase chances on the international health market, because they serve 

as mediators and contacts in the field of professional qualification, in the field of science, 

and also in the exchange of patients. 

The opportunities and risks from migration in this filed will be examined in more detail in a 

case study in part 2.93  

Interesting are the state government’s practical attempts at a solution. A series of doctors 

from the Arabic region studies, does doctorates and works in the state. In developing new 

target groups this potential was remembered and an advertising brochure was designed 

with their advice and cooperation for affluent potential clients from Arabian countries. It 

referred expressly both to outstanding specialist knowledge and experience, questions of 

equipment and to the presence of Arabic-speaking and culturally competent staff. It was 

possible here too to go back to the long tradition of training e.g. Palestinian doctors at the 

local universities, which could be an influential marketing factor with this target group.  

As well as naturally courting doctors from outside the state, the state policy has thought of 

the potential of migrants with medical-care training living in the state. There are many 

qualified personnel particularly among the tens of thousands of immigrants from the 

successor states of the USSR, who could be selectively navigated to recognition of their 

qualifications and professional integration in the public health system.94 In face of a 

                                            
91 www.aerztezeitung.de/docs/2004/11/16/208a0203.asp. 
92 Prof Horst Klinkmann in: Everything for the health of the guest, in: Ostseezeitung, 23.3.2005. 
93 Challenges in relation to interculturality at medical facilities in Mecklenburg-Vorpommern, case study of 

a rehabilitation facility. 
94 Interesting in this context is the observation that the long-awaited influx of doctors and nursing staff 

from the central and eastern European states is playing no appreciable role in M-V. At present the 
situation presents itself that staying at home or jobs in countries with markedly more attractive working 
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concrete demand situation, the state government sees „a group having particularly good 

chances and potential for integration into professional life. (...) Acceptance of these men 

and women among the population is high and it has long been a matter of course that 

immigrants to Mecklenburg-Vorpommern are working specifically in the field of 

medicine.”95 (This matter of course incidentally stretches back to the GDR period!). 

Approximately 400 licences to practise and permits were already granted to immigrants by 

the state examination office in the years 2003 and 2004.  

In carrying out this aim the state can access deep-rooted and effective professional 

network structures, particularly in the conurbation of Rostock. The IntegrationsFachDienst 

Migration (IFDM – migration integration service) working on behalf of the state since 2002 

at the German-Vietnamese association Diên Hông e.V. aimed with the specialised project 

„Clearing house” to support the eradication of the shortage of doctors and nursing staff in 

Mecklenburg-Vorpommern through the deployment of immigrants”96 to take on the task of 

carrying out a statewide survey of migrants with appropriate qualifications permanently 

resident here. This is used to work out concrete steps for targeted cover of the state’s 

requirements from the ranks of this group of people.  

2.2.2 Example of WIRO (Wohnen in Rostock)/ housing associations  

WIRO GmbH is the largest owner of housing in the city (approximately 40%, in some 

districts virtual monopolist), sole shareholder is the Hanseatic city of Rostock itself. WIRO 

fulfils a utility function for socially disadvantaged city dwellers, thus for many immigrants as 

well. A by no means automatic longstanding close cooperation between WIRO, immigrant 

representatives, the civil and structural engineering department (responsible for the 

allocation of flats upon certification – one employee has specialised in migrant questions 

for over 10 years), the social security office, the housing subsidy office, Ökohaus e.V., 

Diên Hông e.V. and other protagonists with close contacts in the communities has been 

able to develop. Through this it has been possible time and again to identify problems of or 

with tenants with a migration background more quickly and solve them appropriately. 

Particularly important here has turned out to be that authority employees independently 

turn to specialised service and advice centre staff on questions of language and 

                                                                                                                                                 
conditions and income opportunities (currently e.g. Denmark, Great Britain) are preferred, see also: 
Christian Tenbrock: False fear, in: Die Zeit, 35/2004. 

95 Dr Marianne Linke, M-V minister of social security, speech to the M-V Landtag on 10.3.2005. 
96 Provisional working title. 
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intercultural communication etc. The authors judge this from their own experience as an 

expression of a differentiated way of seeing and dealing with problems.  

The cooperative housing associations, likewise comparatively strongly represented on the 

housing market in Rostock, tend to be less open-minded on migrant-specific questions. 

This may lie in the specific safeguarding of their shareholders’ (who are mostly also their 

tenants) interests and in the latter’s perception of migration on the spot: for years the 

concentrations of Russian German immigrants in a few blocks in particular parts of the city 

have been particularly visible. But these are purely speculations. An indication of it is the 

appearance of a questionnaire of a Rostock housing association to its tenants from the 

year 2003. Tenant satisfaction was to be polled, and under the heading of „disturbing 

factors” one option which could be ticked was „too many foreigners”. After the 

management had been questioned accordingly and an offer to publish made, the 

questionnaire in this form was withdrawn97.  

2.2.3 Public administration in general  

The comment made above on the housing supply sector on parts of public administration 

can be applied to other municipal departments in Rostock. Isolated problems may arise 

now and again, but overall it can be sensed that e.g. the Rostock municipal authorities are 

on the way to an appropriate intercultural sensitivity in regard to migrants, particularly in 

the areas which have regular client contacts with this element of the citizenry in everyday 

working life. The longstanding network relations to migrant associations and other 

initiatives are here highly visible. Not least, the demand at these institutions for intercultural 

further training is to be positively assessed.  

Police/ Federal Border Guard  

The same comment can be made about the police and the Federal Border Guard 

(„Bundesgrenzschutz”, since 1.7.2005: „Bundespolizei”) in the region: the association Diên 

Hông e.V. for example has been running practical training courses funded by the XENOS 

programme for officers of the Federal Border Guard for over a year, in which how the 

officers should deal appropriately with non-Germans is the subject of discussion.  

                                            
97 Author’s personal experience. 
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This development has been consistently continued. The topic of cultural diversity and the 

intercultural workplace requirements are subject of a case study in part 2.98  

The memorandum „Immigration and integration in the newly-formed Federal states” draws 

a slightly less optimistic conclusion and thereby describes, doubtless accurately, still 

widespread attitudes in the various different authorities: „There seems in general both in 

politics and administration not to be an awareness of the opportunities offered by 

immigration. The personal attitudes of public sector employees also play a role in this in 

some cases. As politics and administration set an example however, further education in 

this sector is absolutely essential.”(Memorandum, 2002, p. 8) 

2.3 Cultural Diversity in Education  

The following picture arises for the Hanseatic city of Rostock:  

Crèches and kindergartens are run on the basis of a contractual relationship between the 

city and the private operators (generally a charitable association or other welfare 

organisations). The organisation has autonomy in matters of organising teaching and 

hiring and firing staff. Meanwhile, one in three day care centres offers foreign language 

orientation: English, French, Spanish, Swedish, Vietnamese in Rostock, Arabic in 

Neubrandenburg and Polish in six kinder gardens close to the Polish frontier.99  

Example of day care centres  

Day care centres have an important function in the learning of patterns of social behaviour 

and communication strategies by children, depending on the definition of teaching 

concepts and concrete world of experience of the children at these establishments. In the 

growing cultural – and subcultural – diversity, a wide-ranging offer is a reflection of the 

social reality. It is thus no wonder that different care and education concepts with 

intercultural components have become established within the variety of providers in 

Rostock. Particularly worthy of mention for the authors are the day care centres in which 

bilingual intercultural education in mixed-language groups is consciously made standard, 

e.g. in a German-Vietnamese child group in the Waldemarhof e.V. Early learning of a 

foreign language is also increasingly offered appropriately and as a matter of course. A 

                                            
98 Developing intercultural competence as a subject in the further training of the Federal Police, 

demonstrated in the example of the Federal Police Office Rostock. 
99 http://www.mvregio.de/mvr/26172.html 
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small number of teachers with their own migration background works in these 

establishments.  

The school sector is the responsibility of the state, the Rostock state education authority is 

responsible for the Hanseatic city of Rostock and the rural districts of Bad Doberan and 

Güstrow. In recent years, concentrated in Rostock, but with some examples in the 

surrounding area as well, some schools in private sponsorship have been able to establish 

themselves, which act autonomously in designing teaching methods. 

The situation in schools as an intercultural workplace can not be compared with the 

situation in other regions of Germany. The number of children and teachers with 

immigration background is considerable lower.  

Statistic overview is only available now. But this does not include children who are 

Germans (born here or acquired German citizenship) but have a migration background. 

Children of parents from immigrants with German background from the successor states of 

the Soviet Union are counted separately. There were 2.224 who attended the schools of 

the country in the educational year of 2005/2006. Therefore, the following table does not 

provide a complete picture of the year of reference 2005/06100: 

Tabl. 1: Foreign schoolgirls and schoolboys in Mecklenburg-Vorpommern in 
2005/2006 

Devided to school types 

Citizenship Foreign 
pupil pre-

eductio
n class 

Primary 
school 

School 
with 

various 
education
al offers 

Secon
dary 

moder
n 

school

Secon
dary 

school 
leading 

to 
interm
ediate 

qualific
ation 

Gramm
ar 

school

Compre
hensive 
school 

Wal-
dorf-

schule 

Special 
school

s 

Evenin
g 

gramm
ar 

school

Europa total 1.189 1 461 168 3 75 322 58 3 96 2

 Albania 20 - 7 3 - 3 - 1 - 6 -

 Bosnia and 
Herzegovina 95 1 48 19 1 9 6 3 - 8 -

 Bulgaria 16 - 7 1 - 3 5 - - - -

 Denmark 4 - 1 1 - 1 1 - - - -

 Finland 3 - - - - - 3 - - - -

 France 2 - 1 - - - 1 - - - -

                                            
100 Statistisches Landesamt Mecklenburg-Vorpommern. Data provided by Ministry of Education 

Mecklenburg-Vorpommern 
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 Greece 29 - 12 5 - 3 7 1 - 1 -

 Italy 12 - 5 - - 1 3 1 - 2 -

 Croatia 16 - 7 4 - - 4 - - 1 -

 Latvia 9 - 2 1 - - 6 - - - -

 Lithuania 11 - 3 3 - - 2 2 - 1 -

 Netherlands 40 - 18 8 - 3 10 - - 1 -

 Austria 3 - - 1 - - 2 - - - -

 Poland 216 - 37 8 - 6 159 3 - 3 -

 Romania 11 - 4 2 - - 5 - - - -

 Russian 
Federation 162 - 72 14 - 11 42 17 - 5 1

 Switzerland 3 - 3 - - - - - - - -

 Serbian and 
Montenegro 146 - 60 33 1 6 6 5 - 35 -

 Turkey 211 - 106 53 1 9 13 13 - 16 -

 Czech Republic 4 - 2 1 - - - - - 1 -

 Ukraine 88 - 25 9 - 14 27 8 2 2 1

 Hungary 2 - 1 1 - - - - - - -

 UK 6 - 4 1 - - 1 - - - -

 Belarus 20 - 11 - - 2 2 4 1 - -

 Other European 
Countries 60 - 25 - - 4 17 - - 14 -

Africa total 42 - 21 5 - 1 5 2 - 8 -

 Algeria 11 - 7 1 - - - - - 3 -

 Togo 13 - 6 1 - 1 2 - - 3 -

 Other African 
countries 18 - 8 3 - - 3 2 - 2 -

America total 34 - 12 1 - - 18 3 - - -

 Brasil 6 - 2 1 - - 3 - - - -

 Canada 3 - 2 - - - 1 - - - -

 United States 13 - 5 - - - 6 2 - - -

 Other American 
countries 12 - 3 - - - 8 1 - - -

Asia total 818 1 358 125 9 73 171 41 - 40 -

 Afghanistan 9 - 1 3 - 1 - 4 - - -

 Armenia 151 - 73 34 3 9 19 2 - 11 -

 Azerbaijan 36 - 13 8 - 7 6 - - 2 -

 China 15 - 5 2 - 3 5 - - - -

 India 12 - 7 - - 1 3 - - 1 -

 Iraq 218 1 112 35 3 31 15 2 - 19 -
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 Iran 4 - 4 - - - - - - - -

 Kazakhstan 31 - 11 2 1 3 10 2 - 2 -

 Syria 14 - 9 1 - - 1 1 - 2 -

 Uzbekistan 9 - 3 1 - 1 2 2 - - -

 Vietnam 254 - 92 29 1 14 91 25 - 2 -

 Other Asian 
countries 65 - 28 10 1 3 19 3 - 1 -

Australia 
Oceania total 8 - 1 - - 3 4 - - - -

stateless 9 - - - - - - 1 - 8 -

    

total 2.100 2 853 299 12 152 520 105 3 152 2
 

Tabl. 2: Fully employed teachers with foreign citizenship at schools of general 
education in Mecklenburg-Vorpommern (2005/2006)101 

citizenship  total male female 

Europe 23 8 15

 France 4 - 4

 Greece 1 1 -

 Netherlands 3 3 -

 Poland  5 2 3

 Russian Federation  4 - 4

 Switzerland  2 - 2

 Slovakia  1 - 1

 Czech Republic  1 - 1

 UK  1 1 -

 Belarus  1 1 -

Africa  - - -

America (not specified) 2 2 -

Asia 2 - 2

 India 1 - 1

 Other Asian country (not specified) 1 - 1

Australia/Oceania - - -

Total 27 10 17
 

                                            
101 Statisches Landesamt Mecklenburg-Vorpommern. Data provided by Ministry of Education 

Mecklenburg-Vorpommern  
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The established private schools in particular have successfully made intercultural learning 

and living into an integral element of their educational package (e.g. Freie Schule Rostock, 

Christophorus-Gymnasium Rostock). Because of their employing of foreign teachers, 

these schools are simultaneously intercultural learning and work places. (What is worrying 

about this is that these forms of school are generally attended by only very few children 

from socially disadvantaged families).  

A corresponding development is also taking place at state schools. In October 2002, the 

M-V ministry of education put into force an „outline plan for intercultural education”, with 

the intention of defining and introducing the field of activity of intercultural education as an 

interdisciplinary teaching task. However, the concrete application and implementation 

depends considerably on the personal commitment of individual head teachers and 

teachers, appropriate in-service training is however, according to the experience of the 

state institute of schools and education (L.I.S. A.), only taken up very hesitatingly and seen 

as of secondary importance.102  

There have existed at two Rostock (state) comprehensives for some years so-called 

integration classes for children not speaking German as a native language, where, on top 

of normal lessons, the children’s general and specialist language abilities are intensively 

fostered according to their individual language level. Depending on the necessary intensity 

of the support, these children are taking part ever more actively in their class subject 

lessons. 

In the first version of this situational analysis, published separately at the start of 2006, 

there were not as yet any data on the fields of vocational schools or interculturality at 

training providers. There was no information on this field. It was only acquired in the further 

course of the investigation within the project e.g. in cooperation with Diên Hông and the 

Institute of Political and Administrative Sciences at the University of Rostock, and is 

portrayed in detail in case studies in part 2.103  

The following observations will deal with the state’s places of higher education.  

                                            
102 Kerstin Grundmann (L.I.p. A. M-V) at the specialist conference „Outline plan for intercultural education 

of the state of M-V” on 29.4.2005 in Rostock. 
103 Interculturality at vocational schools in Mecklenburg-Vorpommern – an initial review as well as: 

Workshop programme on how young people in vocational training in media and IT professions deal with 
the subject of interculturality – a good-practice example from the institut für neue medien, Rostock; 
Interculturality in selected service enterprises in vocational training and further training; Developing 
intercultural competence in vocational training, shown in the example of office administration trainees – 
a good-practice example of the ECOVIS Akademie Rostock. 
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The state of Mecklenburg-Vorpommern has two universities steeped in tradition in Rostock 

and Greifswald; the University of Music and Theatre of Rostock (HMT); the University of 

Wismar – university of technology, economics and design; the universities of applied 

science of Neubrandenburg and Stralsund and the University of Public Administration and 

the Administration of Justice in Güstrow.  

M-V had the lowest proportion of foreign students in Germany as late as the 90s (Werz, 

2004, p. 137). The number of foreign students was only rising very slowly. Since the start 

of this decade the increase has accelerated. The percentage in 2002 was 4.7%104 of all 

students in the state and was thus roughly equal to the percentage of foreigners in the 

population. Conspicuous in the last four years is the higher-than-average proportion of 

foreign university entrants of about 15% of all students. These university entrants currently 

make up about half of all foreign students in the state. Should this trend continue and the 

majority of these students remain in the state, the number and proportion of foreign 

students will rise significantly within a few years.  

Fig. 13: Foreign students in M-V 1992-2004
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Source: www.kultus-mv.de/_sites/hochschule/download/auslaend_stud92-04.pdf and www.wissenschaft-
weltoffen.de 

A major exception in the origin of students is represented by the HMT in Rostock: 450 

students from 32 nations currently study here, in WS 2002/2003 199 of the 462 students 

were foreigners (Werz, 2004, p. 142). The percentage at the University of Wismar lag was 

also above the state average: 350 foreign students were registered for the winter semester 

2003/2004 (8.4% of all students), the percentage of foreign first-years was 14.5% at 
                                            
104 www.wissenschaft-weltoffen.de. 
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174105. About 50 foreigners are currently studying at the University of Neubrandenburg, 

including 10 from China106. According to available sources, there have up to now been no 

foreign students at the University of Public Administration and the Administration of Law.  

Fig. 14: Foreign students at the University of Rostock
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Source: Data: academic foreign department of the University of Rostock to the authors. WS means winter 
semester. Guest students generally study for 1 to 2 semesters at the University of Rostock as part of the 
European ERASMUS mobility programmes or the exchange agreements within university partnerships. 

Fig. 15: University of Rostock: the largest country 
groups of foreign students 2001 to 2005
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105 www.uni-protokolle.de/nachrichten/id/22454/. 
106 Erster Chinese verteidigt Diplom an FH, in: Ostseezeitung, 86, 14.04.2005, p.6. 
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Source: Data: academic foreign department of the University of Rostock to the authors  

It was not possible to locate systematic statistics on the employment of foreign research 

and teaching staff. It may however be assumed that universities are employing an 

increasing number of specialist foreign staff.  

3. Conclusions and outlook  

The public discussion of immigration and integration in Mecklenburg-Vorpommern must in 

the future differentiate much more clearly between the necessary professional and social 

integration – not assimilation– of migrants living here (strongly characterised by state 

directed allocation of ethnic Germans, Jewish emigrants and asylum seekers) as the 

primary ethical question and the necessary and thus desirable enlistment of skilled – also 

foreign – workers and foreign companies setting up as a functional-economic challenge. 

This necessity applies particularly to the industrial-productive sector, research/ 

development, e.g. in information and communication technologies, biotechnology and 

medical technology.  

A social consensus needs to form and become dominant in everyday cultural life that 

acceptance of interculturality in all areas of life in the state is a decisive factor in its future 

viability. The memorandum „Immigration in the new federal states” already quoted several 

times in this analysis, comes to the same conclusion for all the new federal states: 

„Strengthening the awareness of multiculturalism is thus of central significance.” 

(Memorandum, 2002, p. 7). 

Holger Bonin comes to the following conclusion for Germany in his dossier „The future of 

work”: „An attractive environment for skilled foreign workers in Germany and more 

incentives to stay in Germany would improve the chances of stopping the brain drain, that 

is the emigration of the qualified classes and thus of knowledge and potential (...).” As 

perhaps the most important location factor for people whose objective is to create new 

knowledge and products beyond the boundaries of the known is „the presence of kindred 

spirits”107. These skilled workers are of decisive importance in ensuring sustainable 

innovation capability and making M-V an industrial centre of high technology. Against the 

                                            
107 Holger Bonin (Bonner Forschungsinstitut zur Zukunft der Arbeit) quoted from: Dossier: Zukunft der 

Arbeit „Willkommen und Goodbye”, p.3/4, www.politikerscreen.de/static/dossier/Arbeit/22.htm. 
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background of a forecast medium-term shortage of skilled workers in Germany, M-V is in 

competition with other (frequently more attractive) regions in Germany and Europe.  

Particular challenges for Mecklenburg-Vorpommern derive from these observations. It was 

brought out in the previous chapters that the initial economic and social conditions are not 

comparable with the German „average”. In making a self-financing economic life a reality, 

the state is far more dependent than other German regions on a marked increase in 

competence training in research and development. Attractive basic conditions in the widest 

sense for skilled workers from all countries are thus an important location factor and a 

prerequisite of the state’s future viability. Not engaging in broad and sustainable 

intercultural opening out in all areas of society in the region would doubtless rob M-V of 

important chances for the future.  

The same applies to the current – and probably also future – principal sector of the state 

economy – tourism. The most important key aspects are briefly summarised again here:  

o 20% market share of the German tourism market,  

o 2.3% share of foreign tourism in Germany, 

o 130,000 people earn income from tourism (c. 20% of people in employment in M-V),  

o Risk of the sector stagnating, if no new shares of the market are opened up. 

o Tourism acceptance problems in the local population are also seen to be connected 

to the growth area „foreign tourism”.  

The tourism industry in M-V is therefore probably the sector of the economy in the state 

which most strongly needs to open up interculturally in the near future out of economic 

necessity – and at all levels: tourism planning and regional marketing, adapting the 

individual enterprises to an international clientele and promoting a cosmopolitan climate in 

the region.  

Interculturality, starting with strategic planning and reaching through to service to 

customers, needs to be a natural component of all professional activity in this sector. 

Meanwhile, the necessary processes of professionalisation are still waiting to be initiated 

and conceptually underpinned, whether it be with regard to an increasing variety of 

customer groups (not only the foreign ones), whether it be in respect of work in and with 

intercultural worker teams or the requirement of knowledge of a range of foreign 
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languages (not just English). Intercultural competence as a general competence needs to 

become a stronger focus of training and further training.  

A further focus in reference to the intercultural workplace in M-V is the problem of 

integrating the immigrants already living in the state. A change of perspective is necessary 

to that effect, to pick up the threads of potentials rather than deficits and to exploit them. 

Any expectation of being able integrate all migrants directly into the job market in a short 

time would be unrealistic. „Innovative approaches to a solution, demanding however time 

and creativity, and alternative interim solutions need to be found. This is also a question of 

preserving social stability and employment capacity.” (Henning/Zimmer, 2003).  

The professional integration of immigrants in the state will continue in the future to be 

geared to economic necessities. Realistic chances of improvement – say a demand-

induced integration of immigrants in the state job market – are eminently detectable in 

individual sectors, as the example of medical-nursing staff illustrates. The tourism sector 

and its current challenges provide the ideal framework for measures to link the potential 

supply to the potential demand – from the social and socio-political point of view as well. 

The key here lies on the one hand in the fundamental recognition that interculturality is not 

to be seen and understood as a (diffuse) threat, but as a real (and possibly unique) future 

opportunity for the development of the state. On the other hand, with a view to the 

migrants already living in the state, the readiness to recognise these people’s potential 

must increase and it must be targeted as capital to promote the state’s future.  

It must however openly be stated that one of the most important causes of the high 

unemployment among migrants in the state is related to qualifications. The specific overall 

East German job market features additionally intensify the effects: 50% of the unqualified 

working population in the east of Germany were unemployed in 2002 (Reinberg/Hummel, 

2004, p. 3). 
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Fig. 16: Proportion of qualification levels in the unemployment rates 
of all civilian workers (not including trainees) in East Berlin and the 

new federal states 2002
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Source: Reinberg/Hummel, 2004, p. 3 

Many migrants count here – despite earlier qualifications from their country of origin – de 

facto as unskilled or not sufficiently qualified and are thus affected more than average by 

unemployment. The primary key to successful professional qualification definitely lies in 

having a professional qualification profile in conformity with the market.  

Suggested instruments and measures  

The action requirements and strategies and methods of implementation differ from sector 

to sector. These should be outlined here in the character of recommendations for putting 

them into practice:  

- The research and development sector and connected sphere, objective: 

strengthening the soft location factors of cosmopolitanism/intercultural competence 

(scientific and public institutions, communities, polities), development of intercultural 

competence as a general competence of those working in this field. 

- Public administration in general – objective: contribution to the development of 

attitudes and ethical stances/development of intercultural competence as a general 

competence of those working in this field. The fact that the sector is very 

employment-intensive and one of the region’s largest employers means that its 
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office-holders decisively affect the public appearance and perception of the region; 

in the final analysis, role models are crucially implemented here. 

- Tourism (particularly hotel and restaurant industry, wellness and health facilities) 

as a formative, significant and employment-intensive sector of the economy with 

major growth potential and a need to catch up in the field of intercultural 

competence.  

- Cosmopolitanism and intercultural „role model” for M-V the tourism state: support 

for the development of ethical stances which understand plurality as normality is 

required in order to give attitudes, motives and activity a positive slant.  

- Development of competences to deal with diversity in the companies and customer 

relations: Foreign language training and intercultural training have to be regarded 

as key competencies. The potentials of immigrants who know the costumers’ 

language and cultures should be considered and used in a better way. 

The development of intercultural competence is a cross-sector challenge in training and 

further training. Objectives will be fine-tuned in part 2 of this publication with the 

presentation of case studies. In this connection, „good practice” examples and their 

analysis will bring the requirements and options for further training activities into focus, 

enabling targeted training design.  



70 

Part 2: Case Studies 

1. Introduction 

Interculturality in selected sectors and institutions in Mecklenburg-Vorpommern is 

examined below in seven case studies. The objective was to ascertain the challenges and 

opportunities of the intercultural workplace and derive conclusions for the further 

development of intercultural skills. At the same time the aim was to identify concepts worth 

copying (good practice) for use at a national and European level.  

A further task of the analysis was to measure the need for intercultural training at 

companies and institutions as precisely as possible. The results will be incorporated in the 

further course of the project into materials with sector-related recommendations and into 

the teaching material. 

The following case studies are depicted: 

1. Interculturality in the hotel and restaurant industry in the example of the Bombay-

Haus restaurant.  

2. Development of intercultural competence as subject of the further training of the 

Federal police, presented in the example of the Rostock Federal Police Office 

3. Challenges with reference to interculturality at medical facilities in Mecklenburg-

Vorpommern, presented in the example of a rehabilitation clinic 

4. Interculturality at vocational schools in Mecklenburg-Vorpommern – an initial survey 

5. Workshop programme on young people in vocational training in media and IT 

professions engaging with the subject of interculturality – an example of good 

practice from the institut für neue medien, Rostock 

6. Development of intercultural competence in vocational training, presented in the 

example of trainees in the profession of clerk at the ECOVIS Akademie Rostock – 

an example of good practice 

7. Interculturality in selected service-sector companies in vocational training and 

further training 

As regards investigation methods, written and oral interviews and document analysis were 

used. In view of the size of the population under investigation and the deployable human 
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and material resources, the results are to be interpreted as trends with regard to the field 

under investigation.  
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2. Case study: Interculturality in the hotel and restaurant industry 
based on the example of the Bombay-Haus restaurant (Rostock)  

2.1 Introduction 

Characterisation of the general situation in the sphere of gastronomy  

The sphere of gastronomy in the Rostock region is shaped by various specific 

characteristics. Relevant on the one hand is the heavy dependency on tourism and thus 

on seasonal business peaks (summer season, holidays such as Easter, Christmas and 

New Year) – visitor figures are stagnating after years of rapid growth – and on the other a 

comparatively low spending capacity among the local population of only about 85% of the 

overall German average. Mecklenburg-Vorpommern essentially consists of two touristically 

significant main regions: the Mecklenburg Lake District and the Baltic Sea coastline, with 

an effective touristic depth of ten to twenty kilometres inland. The Hanseatic city of 

Rostock, which is here drawn on as an example, lies in the main tourist region of the Baltic 

Sea coast. 

Mecklenburg-Vorpommern has a 20% share in the tourism market of the German regions 

and holiday destinations. The situation analysis has already shown that this attained share 

of the German home market can be considered to be largely „exhausted” for purposes of 

further growth. The development studies and plans of the state of Mecklenburg-

Vorpommern only see appreciable growth potential in quality and sectional niches.  

One of these development niches is formed by the customer group of foreign visitors and 

holidaymakers, development of which has been below average so far. If the market share 

of Mecklenburg-Vorpommern in the German internal market (20%) is compared with the 

corresponding market share of foreign tourists in Germany (4.5% in Mecklenburg-

Vorpommern, Hanseatic city of Rostock: 10%), what this means becomes apparent. 

Further bringing into account that among German internal holidaymakers the proportion of 

foreigners permanently residing in Germany and German citizens with a migration 

background is markedly lower than their statistical proportion of the population (c. 10% 

foreigners and c. 6 to 7% Germans with a migration background), there are clear 
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development reserves, not only in business with foreign guests.108 One reason for the fact 

that the region is only developing slowly for foreign visitors may lie in the still-existing 

negative image of the region in relation to xenophobia.  

Furthermore, the sphere of gastronomy is the sector in the region par excellence in which 

migrants predominantly work as self-employed. This is proven for instance by a survey of 

entrepreneurs with a migration background, which has been conducted since September 

2005 by the Rostock Diên Hông – together under one roof e.V. association. An interim 

analysis of the study, which runs until the end of 2007, places 38% of entrepreneurs with a 

migration background in Rostock und the surrounding districts of Bad Doberan and 

Güstrow in gastronomy and a further 23% in the takeaway sector, thus making almost two-

thirds (61%) gastronomically employed in the wider sense. These entrepreneurs also 

represent as a consequence the greatest potential non-German employment provider both 

for German and non-German employees, making this sector currently probably the most 

strongly interculturally characterised in Germany.  

It is highly dependent on the development and economic cycle of tourism and has been 

complaining since the introduction of the euro on 1.1.2002 about stagnating and falling 

sales volumes. Several causes are responsible for this: 

- The local population’s demand for gastronomic services seems to be stagnating on 

account of the bad and uncertain socio-economic situation (unemployment at a 

constant c. 20%; hidden unemployment estimated at a total 30-40%; employee 

incomes are well below the national average, cost of living not significantly lower). 

This situation reinforces dependency on the tourism industry, 

- After introduction of Euro many customers felt that prices had raised in the 

gastronomy services.  

- Market saturation in numbers of visitors (see above), and thus stagnating visitor 

numbers and turnover. 

The trade association of the sector, the German Hotel and Restaurant Association 

Mecklenburg-Vorpommern, is consequently pursuing various strategies for sustainable 

business stimulation. The essential point of all activities is improving the quality and better 

                                            
108 The corresponding value for Mecklenburg-Vorpommern is an estimated 3-4%. Only the proportion of 

so-called „passport foreigners” in Germany can be given with statistical accuracy. This is currently at 
2.3%. 
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marketing of the range on offer in a regional context. What is principally meant by this is a 

diversification of the gastronomic range and an improvement in service quality.  

Gastronomy in the region is well developed overall and works predominately with qualified 

personnel but is currently coming up against growth limits. Development potentials have 

generally been recognised, implementation strategies are discernible. The question 

nevertheless needs to be asked if these have been designed sufficiently comprehensively. 

This particularly concerns interculturality in the customer and internal relations of 

gastronomic businesses. The example chosen for this case study shows a business which 

uses intercultural potential in exemplary fashion for the regional sector and which wants to 

develop it further. 

2.2 Interculturality in the selected field  

Interculturality at different levels of interaction 

Aspects of intercultural points of contact were already discussed in section 1. The 

generalisation may be made that interculturality plays a role in the everyday working world 

of the sector at every level, starting with the customer/guest through the service staff in the 

restaurant to the chef or assistants in the kitchens and to the management. Gastronomy, 

together with the hotel trade, is thus the industrial sector in Mecklenburg-Vorpommern in 

which interculturality is already part of daily working life in many places. In comparison with 

the situation in the West German states, this is rather an exception in other fields in 

Mecklenburg-Vorpommern. There are various reasons for this: 

- the comparatively low proportion of migrants accompanied by high overall 

unemployment (c. 20%) and extremely high unemployment among foreigners (c. 

50%), and thereby a paucity of or even no access to many professions and sectors 

– gastronomy is one of the few employment alternatives (also on the illicit and semi 

illicit job market), as jobs requiring a low level of qualification are on offer, as wages 

are low and working hours regularly unattractive (low attraction for native job 

seekers), 

- because a relatively large number of gastronomic businesses is run by migrants, 

these employing migrants more frequently than local businesses, and because 

speciality restaurants often employ at least one chef from the country of origin (here 

the high level of readiness to serve and customer friendliness of non-German staff 
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in comparison to the average level in Germany doubtless plays a major role as a 

preferred employment criterion, as does the improved in-company communication 

in ethnically/linguistically homogeneous businesses), 

- because the number of foreign visitors as customers is increasing (as pointed out in 

section 1, every 10th guest in Rostock is currently from abroad). 

2.3 Challenges and obstacles 

The two, challenges and obstacles, are not divisible. The greatest challenges to the sector 

in the coming years are the following: 

- a still greater diversification of scale and range of products  

- improving quality of service in gastronomy combined with an improvement and 

positive strengthening of the image of Mecklenburg-Vorpommern as a tourist region 

(association work, including for example: automatic preparation of menus in several 

languages, good knowledge of English at the least, basic knowledge of other 

foreign languages too if possible (e.g. greeting, please, thank you, goodbye etc in 

the languages of the immediate neighbours Poland, Denmark and Sweden), usable 

staff knowledge in respect of specific culturally related/religious etc features of the 

guest and so forth, 

- finding more foreign restaurant owners/key-persons related to the sector than 

previously for association work, also as experts for intercultural product marketing in 

the sphere of gastronomy and collaborators on joint image campaigns etc, 

Diverse obstacles stand in the way of these challenges. It would seem that the greatest 

obstacle is the lack of awareness of many prime movers of the development opportunities, 

both for the tourist region and their own business, which derive from a targeted 

intercultural orientation of business profile and of the regional image. Market perception, 

and thus inevitably market development, is still focused on traditional customer and guest 

groups. Many steps towards sensitisation are still necessary to overcome this potential 

impediment to business, to make it apparent to restaurateurs where their business 

advantage may lie. 

One possible cause of a lack of intercultural orientation or preparation of many 

gastronomic businesses may however also be that, as predominantly small and/or family-

run operations of restaurant managers, they do not have the time and energy in everyday 
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business to alter course unaided. It is surely up to the politicians and the trade and tourist 

associations here to develop and provide strategies, instruments and tools.  

In addition, individual entrepreneurs can be supported in exemplary fashion in their efforts 

to achieve consistent intercultural orientation in their business and management in order to 

multiply the tried and tested models (good practice).  

2.4 Developments and trends 

In the field of tourist market development, an increased perception of foreign clients as 

development potential may be observed in the last few years. This development is 

demonstrated by being taken up as a theme in the Mecklenburg-Vorpommern state 

tourism plans. All activities in this connection have direct effects on the field of 

gastronomy. Up to now this has merely been a matter of recommendations for action for 

those involved. To what extent the need for action, identified and become manifest, will be 

lastingly reflected in concrete steps or measures is currently unforeseeable, although 

various initiatives took place in the past – principally to strengthen the language 

competence of staff.  

There has been a trend in the sphere of qualified gastronomic personnel from 

Mecklenburg-Vorpommern over the last few years for young trainees and seasonal 

workers to migrate abroad in Europe in growing numbers to learn their trade there. 

Thereby, as well as specialist knowledge, foreign languages of tourist importance for the 

region (particularly Swedish) are also increasingly being acquired. The main motive for 

moving away for purposes of vocational training is the shortage of traineeships which has 

existed in the region for years (only about 60% satisfaction of the demand per year). As 

however there is still a shortage of qualified gastronomic staff in reaction, it is not 

impossible that some of these migrants will return to local gastronomy with useful foreign-

language and naturally acquired intercultural competences109. For these potentials to be 

fully exploited in practice, however, there needs to be a management that is able to 

recognise them as such and to exploit them in the interest of customers and the business. 

                                            
109 This idea was advocated at the Second Youth Conference in the Hanseatic city of Rostock „Together 

against youth unemployment – utilizing the regional network” on 14.12. 2006 by the representative of 
the ministry of employment, construction and state development of Mecklenburg-Vorpommern, Claus 
Wergin, in his lecture „The situation of young people on the job market in Mecklenburg-Vorpommern – 
support options from the ministry of employment, construction and state development”. 
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2.5 Further training required in the selected field 

2.5.1 Previous and current further training to develop intercultural competence 
and develop languages 

There have been to date in the field of gastronomy – insofar as investigated – no 

intercultural, but a whole series of foreign-language, training courses at the level of small 

and medium-sized enterprises. In isolated cases, workers have obtained linguistic 

qualifications to improve their own chances on the market, or those of the business. For 

example, the Radisson SAS Hotel Rostock enables its staff to consolidate their knowledge 

of technical English and bears the costs of this. Up to now there have been systematic 

offers for English, in one case for Polish as well: a Polish-German translation aid was 

developed and provided for use for gastronomic businesses in everyday trade in a project 

for the Neubrandenburg Chamber of Commerce and Industry responsible for the 

touristically significant Isle of Usedom on the Polish border. The 2004 offer resonated well 

and is a good example of the fact that an individual operation can organise little alone, but 

that qualification options on offer are exploited if they promise a business advantage. 

There were however also offers that were not taken up, particularly by small and medium-

sized enterprises, although it was specifically these that they were trying to reach. Thus 

DEHOGA reports a qualification course to improve knowledge of English and Swedish 

offered to 134 member businesses and barely taken up.  

The aim should therefore be to develop further initiatives, to test them by example via 

multiplier firms, apply the results and make them generally available via chambers of 

commerce and trade associations, in order thereby to promote in the medium term a wider 

acceptance of foreign-language and intercultural qualification particularly in SMEs. 

2.5.2 Assessment of the surveys in one business – a stimulus to the 
development of further training material based on the example of the 
Bombay-Haus (Rostock) company 

The company examined is a medium-sized gastronomic enterprise with a total of three 

restaurants (2 in the city of Rostock, one in tourist Warnemünde). Up to 22 staff are 

employed in the company according to season, of which a maximum of 16 at peak times 

were migrants. There are currently 4 regular employees and up to 9 part-time workers 

employed, representing four different cultures: Indian, German, Russian-language and 
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West African. They are distributed around all areas of the operation, however the German 

colleagues predominantly work in the customer area, while the non-German colleagues 

tend to work in the kitchen area. One special feature of this company consists of the fact 

that, although German is the general language of communication within the company, it is 

also required of every employee without exception that s/he can also communicate with 

her/his colleagues in English – particularly in case of conflict. This also results in certain 

special features as regards advisable further training requirements. 

This company was chosen for more intensive examination on account of the specific 

features of its structure and culture and the exceptional readiness to cooperate of the 

proprietor, who is himself Indian. Enterprises with a culturally diverse workforce of this size 

are the exception in Mecklenburg-Vorpommern, but this size of business is representative 

of a wide spectrum of enterprises in this sector in the state. It therefore seems to make 

particular sense to develop and test a multipliable model of good practice on the example 

of the selected enterprise. 

All those interviewed – except for the proprietor – were employees. There was no 

opportunity to interview clients (restaurant guests), as these were not desired by the 

proprietor, in order not to disturb the guests. The proprietor and five of his employees were 

interviewed, in all three Germans and three non-Germans, who act interculturally at all 

levels every day: instructions from the chef, communication within the team with 

colleagues in the different areas of work and waiting on the guests in the restaurant area.  

Among those matters questioned were the subjectively felt advantages and disadvantages 

of working in an intercultural team. This gave a very uniform picture as regards 

disadvantages mentioned and a trend with advantages mentioned, which taken together 

graphically illustrate the opportunities and risks of intercultural action in operation: 

The only negative point which was mentioned unanimously by the staff was that the 

intercultural composition of the team made communication within the company more 

difficult. At the same time, the (positive) proposition that the interculturality lived and 

experienced in this company fostered creativity in the business and improved its 

adaptability to new challenges was assented to with almost the same unanimity. It was 

further seen positively – if less clearly so – that the general competence of the enterprise 

was better than it would be with a monocultural team. 
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The company employees predominantly assess their own preparation for work in an 

intercultural team positively. In the past, no intercultural or language further training 

courses have been offered by the company itself. External offers have also not yet been 

availed of by the employees. Interest in relevant technical language and intercultural 

qualification is however great. The hope was repeatedly expressed by the proprietor and 

individual employees in conversation that participation in the EIW project would yield a 

concrete advantage to the employees and the company itself. 

Training needs for the company management 

Both the proprietor and his manager formulated a clear need for wider knowledge of 

intercultural management, although previous knowledge is assessed differently. In 

developing appropriate measures this fact should be borne in mind and existing 

knowledge, store of practical experience and knowledge and learning objectives 

established. For the restaurant management, the focus on both intercultural business and 

team management and optimised adjustment to growing international client groups at the 

tourist locations Rostock and Rostock-Warnemünde is of particular interest. 

Qualification requirements for management and staff 

In order better to identify „Trends” in subject preference, subject categories were first 

offered for selection by providing the following list of issues, and each interviewee could 

choose up to three categories in order to identify the topics of individually felt training 

needs: 

o language training, 

o information on other cultures, 

o information on communication with other cultures (e.g. ideas of time, punctuality, 

handling conflicts, forms of address etc.), 

o anti-racism/anti-discrimination training, 

o information on differences/common ground in legal grounds, 

o dealing with the authorities in another culture, 

o others (free selection). 

The greatest need by some distance in the company is for language training. For all 

employees without exception the need to expand their knowledge of English is particularly 
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great, as English is mandatory as the second company language and is not spoken by any 

member of staff as a first language. The level of usable English knowledge is 

heterogeneous, only the proprietor having grown up with English as the lingua franca of 

his country of origin. Furthermore, some members of staff with a non-German native 

language need to consolidate their knowledge of German, especially of technical terms. All 

further intercultural qualification measures for the company need to allow in their design for 

the need for consolidating knowledge of English as the in-house language of 

communication. Other subject areas mentioned as particularly important for further 

intercultural professionalisation were „information on communication with other cultures 

(e.g. ideas of time, punctuality, handling conflicts, forms of address etc.” and „dealing with 

the authorities in another culture”. Both complexes relate to improving courses of action 

within the intercultural team and the dealing of individual employees as representatives of 

their company with the local authorities or other institutions. The proprietor stressed that 

„mental” difficulties in communicating with the authorities also affected other entrepreneurs 

with a migration background. 

The interest in general „information on other cultures” and „information on differences/ 

common ground in legal grounds” is slightly less. „Anti-racism/anti-discrimination training” 

is scarcely in demand.  

The categories „language” (here: above all English) and „intercultural communication” (in 

the company itself, in contact with clients and with regard to business or official contacts) 

are focuses of interest and should be taken into particular account when planning further 

training materials.  

In order to establish the needs more firmly, the focuses of interest were asked about in 

more detail. The employee statements enabled very important/ important/interesting and 

less important subject areas to be identified. Overlapping of subject fields was allowed in 

isolated cases. 

Very important subjects for consolidating knowledge: 

o foreign language knowledge of English, 

o differences related to religion. 

Important subjects for consolidating knowledge: 

o differences in understanding roles (man-woman; young-old; boss-employee etc.).  



81 

o „Understanding” differences in body language such as eye contact, posture, 

gesture, proximity/distance, facial expression. 

o Differences in ways of speaking about problems. 

o Differences in diet. 

Interesting subjects for consolidating knowledge: 

o Knowledge of another culture’s values.  

o Knowledge about prejudices and stereotypes. 

o Rituals of salutation and leave-taking. 

o Etiquette, polite expressions and rituals. 

o Differences in dealing with time (time planning, sense of time, punctuality etc.). 

o Knowledge of German. 

o Taboo subjects in communicating with people with another cultural background. 

Desired subjects mentioned in isolation were: „differences in voice leading, volume etc.”, 

„differences in reasoning”, „differences in dress”, „conflict resolution: direct and open 

response versus harmony (resolution or avoidance of open conflicts)”, „emphasising fixed 

rules and tasks or creative approach depending on the situation”, „setting priorities: 

performing work tasks versus relation to colleagues” and „accepting hierarchical 

responsibility versus workers’ participation and reaching common decisions”.  

The subject proposals „focus on competition and performance or on acting with solidarity” 

and „theory-based, systematic or pragmatic approach” met with no response whatsoever. 

2.6 Conclusions and Recommendations 

The subject preferences documented in the previous section make clear the need above 

all for emphasising subjects which raise questions of comprehension or reinforce or even 

cause tangible problems for the players in the everyday working life of the intercultural 

team. All those taking part have clearly already developed a high degree of sensitivity to 

the fact that only active and constructive engagement with the causes and function 

mechanisms of these points of friction is advantageous for themselves and for the 

company. Future training courses can add to this state of awareness.  
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What needs to be noted in planning future intercultural training courses for the staff of the. 

Bombay-Haus company and comparable operations: 

Interculturality and intercultural communication is routine in in-house communication and is 

gaining increasing significance in relation to non-German clients in the tourist location 

Rostock-Warnemünde. 

The proprietor and manager formulate the need for knowledge and information of and 

about intercultural management and management in intercultural Teams. 

Both management and employees are in major need of consolidating knowledge and 

action tools in everyday intercultural communication processes at work, and are very 

interested in relevant professionalisation. 
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3. Case Study: Developing intercultural competence as a subject in 
the further training of the Federal Police, demonstrated in the 
example of the Federal Police Office Rostock 

3.1 Introduction 

Characterisation of the general situation within the scope of the Rostock Federal 
Police Office 

An increasing proportion of the everyday work of Federal Police officers involves 

interaction with people from different countries and cultures. This applies both to contact 

with clients, e.g. with travellers during border duties or deployment at airports and railway 

stations, and to cooperation with police officers110 from other countries, eg on duty at 

Germany’s external borders or on deployment abroad.  

Communication between people of different cultures is considerably complicated, 

especially in situations of conflict and stress. But it is precisely in such situations that 

intercultural encounters in everyday police work frequently take place. Such situations can 

be characterised by uncertainties of behaviour, fear and prejudice, with the possible 

consequence of misunderstandings and misinterpretations. On their part, migrants often 

confront police officers with prejudices largely contingent on experiences in their country of 

origin. And finally, the successful cooperation of police officers from different countries in 

everyday working life represents a challenge which can go well beyond problems in 

language communication. All this makes the development of appropriate skills essential.  

This need and its associated challenges have been recognised in the ambit of the Federal 

Police and acted on in the training and further training of their personnel. The Rostock 

Federal Police Office has taken an exemplary approach to promoting intercultural 

competence, which will be described in what follows.111 

The following specifications derive from a written survey by means of questionnaires of 39 

officers of the Rostock Federal Police Office with various careers and fields of 

                                            
110 For better readability, the use of male and female forms has been largely dispensed with. However, 

female and male persons are meant in each case. 
111 No statement is here intended about relevant work elsewhere. What is certain is that intercultural 

themes are also approached in other police headquarters and offices – adjusted to their respective 
clientele. To what extent this occurs in a universal, equal manner as regards quality and compass must 
here remain an open question.  
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responsibility (6 of whom are female and 33 male)112 and from conversations with an 

officer in the field of training and further training, the Office controlling officer and the press 

officer. 

3.1.1 Range of activities and organisational structure of the Federal Police in the 
federal state of Mecklenburg-Vorpommern 

The Rostock Federal Police Office is one of nine organisational units of Federal Police 

Headquarters North and locally responsible for the entire state of Mecklenburg- 

Vorpommern. It is divided into seven area police stations and a crime combating office. 

As well as border policing, the general fields of work of the Federal police include station 

policing, air security, duties at sea, supporting other federal authorities, protecting federal 

bodies and collaboration on police and other non-military duties within the scope of 

international measures. International cooperation on internal security in Europe and the 

opening of the European Police is also playing an ever greater role. The Federal Police 

are taking place in a number of international cooperation projects in this connection.113  

Characteristic of the federal state of Mecklenburg-Vorpommern and of relevance to the 

topic, as well as the extremely low proportion of migrants in the federal average of a 

current approximate 1.4%, are tourism as one of the main branches of industry and the 

land and sea borders to Poland and the states adjoining the Baltic Sea, and in particular 

the ferry connections to Scandinavia. Police activities in connection with the German-

Polish border in particular turned out in the survey conducted here to be one of the main 

focal points of interculturality within the compass of the Rostock Federal Police Office.  

3.1.2 Concept for promoting intercultural competence 

The subject area of intercultural competence, including promoting foreign languages, is 

being tackled in the most varied areas of the internal training system of the Federal police 

– both in career training and in further training. This occurs partly as a cross-sectional 

topic; but the subject area is predominately dealt with independently. Important elements 

of the overall concept for promoting competence in further training are foreign language 

training courses and the provision of appropriate self-study materials, the examination of 

                                            
112 Of the 39 questioned, 33 had recently taken part in the training module Intercultural Communication as 

part of a one-week „service-related further training” course.  
113 E.g. the international police commissions of the UN on crisis management or the civil crisis 

management of the EU and the Baltic Sea Region Border Control Cooperation (BSRBCC). 
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intercultural questions as part of the targeted preparation for missions abroad and the 

module „intercultural communication” as part of the one-week mission related training 

(EBF). There is a more extensive description and discussion of the individual elements in 

point 2. 

3.2 Interculturality in the work of the Federal police 

Outline of situation in relation to interculturality 

It became clear both in the written and in the verbal questioning that contact with people of 

different cultures is part of Federal police officers’ daily work routine. 35 of the 39 written 

respondents indicated that they had contact with people of other cultures in their work (c. 

90%); 21 of them on a daily basis (60%), seven weekly (20%) and eleven less often than 

weekly (31%). The absolute majority of theses cases are contacts through client contacts 

with the public. Also mentioned were contacts with foreign colleagues and migrant 

organisation employees (at further training courses) and intercultural encounters within the 

framework of activities abroad.  

Overall, the following aspects of the work of the Federal police in which the subject of 

interculturality plays, or could play, a role, can be discerned: 

The aspect of client contacts: according to the statements of those questioned, 

intercultural contacts with the police counterpart – despite the extremely low proportion of 

migrants according to the national average – are the most common form of intercultural 

contacts in the normal working day. This applies particularly to those officers deployed in 

the border area. As well as the Federal borders, airports and railway stations are also 

frequent scenes of intercultural client contacts. Forms of these contacts range from simple 

requests for help by foreign citizens through person and border controls to contacts in the 

context of misdemeanours and offences. On top of this are contacts in connection with 

asylum procedures. A part is also played by internationally oriented major events (e.g. the 

recent World Cup, G8 summit 2007). 

The aspect of foreign deployment: the work of the Federal police includes above all foreign 

deployment in the context of international measures (e.g. under the responsibility of the 

UN, EU or OSCE) but also e.g. preventive document adviser activities in the field of 

support of aviation companies in relation to the return transport obligation of persons not 

fulfilling entry conditions or activities in connection with accompanying these persons’ 
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deportation. In addition to these are short-term operational activities enabled through 

bilateral agreements (e.g. cross-border observations or arrests abroad). 

The aspect of staff structure: a prerequisite for working in the Federal Police service is 

German nationality or that of another EU country. According to the statements of those 

questioned, there are only very isolated employees from other EU countries or 

(naturalised) employees with other migration backgrounds in the Federal police (even in 

comparison with the national force). 

The aspect of cooperation with foreign police authorities: for the Rostock Federal police, 

cooperation with the Police border police is particularly worthy of mention in this regard. 

Combined border controls have been set up on the Polish border with the aim of improving 

client relationships, i.e. borders controls have been run jointly by German and Polish 

border officers since 2004.114 A part is also played by tasks in connection with the 

Europeanization of police duties and corresponding international cooperative alliances.  

What applies in principle is that the form and frequency of intercultural contacts are 

codetermined by the area of deployment, the respective ranges of duties and from the 

official position. To quote the press officer of the Rostock Federal Police Office: „Everyone 

has to build the bridge to interculturality in their own area. Trainers work together with 

foreign school facilities, investigators with foreign investigation teams and I with press 

officers in other countries.” 

Whereas in the middle and upper grades of the service interculturality plays a role 

primarily in client contacts or specific international operations, in the higher grades of the 

service it is rather the fostering of international contacts in the course of international 

contractual agreements that is of significance. 

3.3 Challenges and obstacles 

One distinctive feature in the work of the Federal police in dealing with members of other 

cultures is the fact that, according to the comments of the interviewed training officer, the 

people who are particularly noticed are inevitably those who make a negative impression 

through committing offences or misdemeanours. Daily deployment in particular areas of 

work gives rise additionally to the problem that these negative forms of behaviour are 

frequently demonstrated by members of a particular culture/nation, leading to the risk of 
                                            
114 Joint patrols have been conducted since as early as 1998. 
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generalisations and prejudices.115 The press officer of the Rostock Federal Police Office 

however stressed that such prejudices were rather the exception. He said that most 

officers were aware of the fact that the majority of offenders were German. The risk of 

stereotypes building up was on the small side, as the aspects of the offence were the main 

priority in work: „As a policeman, it is my job to resolve or prevent offences and someone’s 

nationality is not that important. (...) For example, controls are carried out according to 

search patterns drawn up according to technical criteria. The previous police record is 

important, not the nationality. When we have an accumulation of Polish offenders in a 

particular offence sector, then of course that is a factor. It also a factor, however, if for 

example more car radios can be hidden in a Ford- Escort than in a Golf.” 

 What is in any case certain is that, according to operational area, contacts with particular 

cultural groups are frequent and to other cultural groups rather rare, and that in certain 

operational areas contact with migrants is generally less than in others.116 Backgrounds of 

experience and hence the risk of generalisations in dealing with migrants can accordingly 

differ widely according to operational area.  

According to the training officer, there should be a focus in intercultural training 

programmes on the topic of taking on prejudices and making it clear that it is only a small 

part of particular nation groups demonstrating conduct relevant to the police. To this end it 

would be particularly important that direct encounters with people of different cultural 

backgrounds be enabled as part of these further training courses.  

This gives rise to a further task: in order to incorporate people from other cultures into the 

courses, suitable external cooperation partners for implementing intercultural further 

training courses need to be found and cooperation established. According to this 

interviewee, it would be desirable for the migrants included not only to be suitable from the 

professional point of view, but also ready and open to speak to this specific professional 

group about such topics as personal migration backgrounds and their route to Germany. 

                                            
115 One answer in the written questionnaire to the question of what influence negative intercultural 

experiences had in daily duties was for example: „Prejudices arise against Polish nationals coming with 
transporters, as these are used as a rule to transport stolen goods.” 

116 For example, one of the interviewees answered the question of how much experience he had had in his 
earlier work on the German-Polish border of migrants not from the Eastern European area (eg asylum 
seekers): „Actually very little. I’ve had very little to do with them on a professional basis. This has to do 
with the structure of travellers at the German-Polish border. Perhaps there’s a Dutchman or so now and 
then, but that’s really rare.” 
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The establishing of such contacts had often been very successful in recent years, but 

represented a continuous challenge. 

One problem area specifically in cooperation with Polish police officers is language 

communication. Successful courses to foster this communication by teaching the 

respective other language have been set in train both in Germany and in Poland. In the 

interviews conducted here the question was discussed of how far this is expedient and 

whether it would not be more effective to concentrate on both sides on promoting the 

bridging language English. It thereby became clear that it needs to be borne in mind that 

German is much more widespread in Poland than English, and further that few efforts at 

promoting the English language are as yet discernible in the Polish area. „A bridging 

language can only work if both partners train in the bridging language. As long as this is 

not the case, it makes sense for German police officers to learn a little Polish. (...) And the 

intention is decisive for communication. That’s often enough on its own. As soon as I offer 

Polish colleagues or citizens a few Polish words, cooperation vastly increases” (training 

officer). 

The relevance of basic knowledge of Polish for good communication is beyond dispute 

and will continue to exist into the future. It should however be examined, 

- whether the above weighting of German and English language knowledge 

continues to hold true in the younger generation of Polish officers, and 

- whether if so shifting the focus in future to learning a bridging language would be 

sensible 

- and if so, how this (on the Polish side as well) can be technically and financially 

supported. 

3.4 Developments and trends 

All interviewees were agreed that the subject of interculturality would inevitably be 

acquiring ever more significance in the coming years through the opening-up of Europe 

and through globalisation. According to the press officer of the Rostock Federal Police 

Office, the entire orientation of the Federal Police will need to become more international 

overall, both in the European area (e.g. European border police) and beyond Europe’s 

borders (e.g. intensifying foreign deployments worldwide). For the individual officers, this 

means more contact both with non-German clients and with foreign colleagues. 
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It was not possible to discuss the question of whether and to what extent an intercultural 

orientation is aspired to within the employee structure of the Federal Police as well within 

the scope of the interviews, as such decisions are the responsibility of higher-rank 

organisational structures. It nevertheless became clear both in the oral and the written 

questioning that the majority of interviewees would have a fundamentally open and 

positive attitude to culturally mixed work teams. One interviewee expressed himself as 

follows: „Well, I for one would support it if we were more open here and had more options, 

because it would make the thing simpler. Because then I automatically have twice the 

knowledge about culture and backgrounds.” 

The questionnaires asked what advantages and disadvantages working in culturally mixed 

work teams would offer for their own organisation in the view of those questioned. The 

main advantages were presumed to be an improvement in client relationships (15 

mentions) and an improvement in communication in the organisation (14 mentions). 

Further presumed benefits were fostering the creativity of the employees (10 mentions), 

improvement in the general competence of the organisation (9 mentions), improvement in 

the social climate (7 mentions), improving the organisations ability to adapt to fresh 

challenges (5 mentions) and improving the competitiveness of the organisation (2 

mentions). Only nine interviewees were of the opinion that the organisation would derive 

no benefits from culturally mixed work teams. Five (of these nine) interviewees also put a 

cross beside the question of possible disadvantages of culturally mixed work teams 

indicating that there were in their view no disadvantages.  

The principal drawbacks of culturally mixed work teams were presumed to be that these 

would lead to more frequent conflicts (15 mentions), that communication within the 

organisation would become more difficult (11 mentions) and that the social atmosphere at 

the workplace (6 mentions) and client relations (2 mentions) could deteriorate. Twelve 

interviewees saw no disadvantages at all arising from culturally mixed work teams. 

Overall, a clear preponderance of advantages (63 mentions in total) over disadvantages 

(34 mentions) was to be seen. There was a highly differentiated view of possible benefits 

and drawbacks to be observed in some of those interviewees who had taken part in the 

further training on intercultural communication within the EBF course. The opinion was 

stated, for example, that disadvantages could at the most arise „through the people 

themselves, but not as representatives of their culture” and a worsening of the atmosphere 
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at the workplace could only come about through a very few colleagues „who are not 

interested in other cultures.” 

3.5 Further education needs in the selected field 

3.5.1 Previous and current further training for developing intercultural 
competence 

The subject of intercultural competence is being approached in different parts of the 

internal training system of the Rostock Federal Police Office. It also forms an element of 

career training. The concentration below however will be on the promotion of intercultural 

skills within various further training measures in the compass of the Rostock Federal 

Police Office.  

Mission related training (EBF): Mission related training is a one-week centrally enacted 

further training course in which every Federal Police officer has to take part every three 

years. The contents of the training vary and are geared individually to local needs by the 

trainers. As Mecklenburg-Vorpommern is in the region next to Poland and on the coast 

(so-called „blue border”), the subject of interculturality plays a particular role here and was 

therefore – as one part among several – naturally incorporated in the EBF courses in the 

state, where the intention is it should be retained.  

One feature of this is that the „Intercultural Communication” module is run in cooperation 

with local training providers in the migration work sector (e.g. Volkssolidarität and Diên 

Hông e.V.) and includes migrants. The attempt is thereby made to give special emphasis 

to precisely those areas of culture which are of particular importance in the daily working 

life in the region in question (usually: East European area). Everyday situations from 

professional contact with members of other cultures at public places (railway station, 

stops, suburban train) are reconstructed in so-called situation training. As a rule, the 

officers in the situation training neither know what situation they will be confronting nor that 

it will be on the theme of intercultural communication. The situations depicted can range 

from theft through disputes between passengers to simple „requests for help” to Federal 

police officers (directions, looking for lost luggage etc.). The members of the public here 

are played by German and foreign colleagues from the external cooperation partners, 

whom the acting police officers have not yet met at this time. The migrants may appear in 

these situation training situations with varying knowledge of German and foreign 
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languages and in various roles (victim, troublemaker/offender, witness, person seeking 

help, etc.). The scenes are filmed and jointly assessed in the further course of the training 

with reference both to intercultural and communicative and to legal questions and aspects 

of self-security. This is followed by information units on the major migrant groups in the 

region and further interaction and simulation exercises on the theme. 

One advantage of this approach lies in the fact that very many officers are reached by this 

training, including those who may not have identified their personal need beforehand for 

such training and who would not have come such an event if it were voluntary.  

In addition, a further training plan for EBF trainers as multipliers is being developed in the 

Rostock Federal Police Office area in cooperation with an external training provider, which 

it is anticipated will be tried out initially in September 2006. The aim is to train at least one 

trainer at every office technically and methodically-didactically as multiplier for the subject 

of intercultural competence. 

Preparation for international operations and foreign deployments: Nationally, the 

Federal police offer compulsory further training courses with intercultural elements for 

specific preparation for various international operations and deployments (e.g. the football 

World Cup). For specific deployments, a certain degree of intercultural competence is also 

a prerequisite, e.g. a certain basic knowledge of written and spoken English for UN 

deployments. In addition, special further training courses have to be passed through for 

foreign deployments. One of the interviewees had passed through such a course and, 

besides units on stress management and legal modules, described the following contents: 

about half the time was taken up with the subjects of intercultural competence and 

communication. In view of the wide range of deployment possibilities, the preparation 

tended to be kept rather general and individual countries were not dealt with, two cultural 

areas being singled out as examples: Islam (including mosque visits) and the African 

cultural sector (presentation by an African-born instructor).  

Foreign language training: The Federal police offer a wide range of foreign language 

courses through internal training providers (e.g. for Russian, English, Polish or Danish). 

These serve particularly as specific preparation for certain activities and are tailored to 

everyday police duties. Officers deployed on the Polish border are offered Polish language 

modules. English courses are offered in addition in a wide range of basic courses, which is 
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of particular significance in the new federal states because of the backlog demand with 

older officers. 

According to the statement of the training officer, what have proved to be of worth are 

concentrated courses, for the duration of which officers are released from shift duty. What 

had not proved so successful were continuing (e.g. weekly) courses, as these sometimes 

cannot be taken up regularly because of other duties, leading more frequently to gaps in 

the teaching material which can only be made up for with difficulty. 

According to the interviewees, the language courses have overall been very well received 

and gladly attended voluntarily, as their necessity is generally recognised by the officers. It 

is also significant that greater foreign language knowledge makes for more confident 

action and can thus contribute to reducing stress. The relevance of language courses is 

also reflected in the written survey (cf. 3.2).  

Self-study materials: While there are many different ways offered for self study in the 

foreign languages field (interactive CDs, online learning, books, etc), there have not as yet 

been any self-study materials developed by the Federal police in the subject area of 

interculturality. However, straight access to extensive informational material is enabled, for 

example, „Information on political education” journals (publisher: Federal Office of Political 

Education) are regularly placed in the library.  

As well as the further training options given above, there are external courses on the 

subject at irregular intervals (e.g. mosque visits or discussion rounds with people from 

other countries on specific topics) and intercultural training courses focusing on German-

Polish cooperation (jointly with Polish colleagues).  

3.5.2 Recommendations and further training needs  

Among other matters, the questionnaire raised the question of where those questioned 

themselves saw the need of better preparation to allow intercultural communication and 

cooperation to improve. Evaluation of this question complex shows that the field of 

„language and communication is rated particularly important,117 followed by the area of 

                                            
117 A total of 128 mentions with 9 answer options. 
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„cultural imprints/practices”,118 followed by „knowledge of culturally related differences in 

relations between people.”119 

There was the following ranking in the field: language and communication:  

1. „Knowledge of foreign languages – English” and 

„Understanding differences in non-verbal communication” (24 mentions each) 

2. „Etiquette, polite expressions and rituals” (19 mentions) 

3. „Knowledge of salutation and leave-taking rituals” and  

„Knowledge of taboo themes” (14 mentions each) 

4. „Knowledge of German”120 (12 mentions) 

5. „Knowledge of differences in the form of argumentation” (7 mentions) 

6. „Differences in the way of reacting to problems” and 

„Knowledge of differences in voice leading, volume etc.” (4 mentions each) 

The cultural imprints/practices field was assessed as follows: 

1. „Knowledge of values of another culture” (29 mentions) 

2. „Differences related to religion” (17 mentions) 

3. „Differences in handling time” (9 mentions) 

4. „Differences in dress” (8 mentions) 

5. „Knowledge of prejudices and stereotypes” (6 mentions) 

6. „Differences in diet” (3 mentions) 

There was the following order in the field knowledge of culturally related differences in 
relations between people: 

1. „Understanding roles” (19 mentions) 

2. „Conflict orientation vs. harmony” (18 mentions) 

                                            
118 A total of 72 mentions with 6 answer options. 
119 A total of 62 mentions with 7 answer options. 
120 As there are hardly any employees at the Rostock Federal Police Office with migration backgrounds, it 

may be assumed that the answer option „Knowledge of German” does not refer to acquiring knowledge 
of German by the respondents, but rather to knowledge of the acquisition of the German language by 
foreigners and their level of knowledge.  
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3. „Acceptance of hierarchical responsibility vs. workers’ participation and reaching 

joint decisions” (9 mentions) 

4. „Fulfilling the work task takes priority vs. relationship with colleagues takes priority” 

and „Emphasising fixed rules and responsibilities or creative response dependent 

on the situation” (5 mentions each) 

5. „Theory-based, systematic or pragmatic approach” (3 mentions) 

This evidence correlates with the results of the question of what issues were seen as 

particularly significant for the further development of efficiency in work with people with a 

different cultural background. Here too it is apparent that foreign language ability is seen 

as the most important factor, followed by knowledge of other cultures and of 

communicative-interactive aspects. A break-down gives the following prioritisation: 

1. Language training (32 mentions) 

2. Information on other cultures (25 mentions) 

3. Information on communication with other cultures (concepts of time, punctuality, 

dealing with conflicts, forms of address, etc.) (18 mentions) 

4. Information on differences/common ground of legal grounds (15 mentions) 

5. Anti-racism/anti-discrimination raining (8 mentions) 

6. Dealing with the authorities in another culture (7 mentions) 

The written survey further showed that those questioned rate their preparation for work 

contacts with people of other cultures as mediocre on average. On a scale of one (very 

good) to six (not good at all) 20 rated themselves as three, five as four and four each at 

two, five and six. Nobody assessed their own preparation as very good. A specific further 

training need can be derived from these results on the one hand; on the other the results 

can also be interpreted as showing that there is a marked awareness of the problem, that 

has possibly been reinforced through the intercultural training course that many have just 

been through, as this may have raised awareness of gaps in knowledge and uncertainties 

of action.  

Of the 39 people questioned, 31 knew that further training on working with people with a 

different cultural background was offered by the Federal police. According to their own 
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testimony, 28 of these 31 had taken part in one of these further training courses, at least 

two of these being foreign language courses. 

There was a conspicuous discrepancy here with the information of the trainer who had 

distributed the questionnaires to the participants of an EBF course. According to this, 33 

questionnaires had been filled in by participants of an EBF course. This would mean that 

the „Intercultural communication” module had not been perceived as intercultural further 

training by at least five of these 33 people. This is possibly to be ascribed less to any lack 

of quality in the courses than to the module being run under the „disguise” Deployment 

related further training preventing it being perceived as a discrete training course.  

Among the factors speaking for this reading is the consistently positive assessment of 

intercultural training courses: 26 of the 28 questioned who according to their own 

testimony had taken part in a course stated that the course had been useful for them.121 

The courses were evaluated as useful for everyday duties above all with reference to 

practising and improving communication and dealing with people from different cultures. 

Situation training and constructive criticism in its assessment were seen as particularly 

helpful. „Information on other cultures” and „Problem presentation” were also mentioned 

several times as useful items. In addition, according to those questioned, the training 

courses had fostered understanding and tolerance and refreshed existing knowledge. 

The questionnaire results also indicate that positive experience in contact with people of 

other cultures has predominantly been acquired during foreign deployments and in 

professional and private contacts with Polish colleagues – these are as a rule longer-term 

and more intensive contacts than is the case with simple client contacts. It was stressed a 

number of times here that positive contacts always came into being when there was 

mutual acceptance and tolerance of different religions, lifestyles and cultural 

idiosyncrasies. Negative experiences generally occur if these preconditions do not exist on 

one of the two sides. Negative experiences are also connected to problems in language 

communication. Negative experiences often seem to lead to particular foreign groups of 

people being confronted on duty with more caution but also more prejudices.  

In surveying the questionnaires, it was striking that contact during intercultural training 

courses was also repeatedly mentioned as an example of positive intercultural 

                                            
121 Nobody stated that the further training was not useful. Two people made no statement.  
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experience.122 This may have to do with the temporal proximity of the survey to the training 

courses, but it underlines the importance of such encounters.  

Further training need for managers  

Preparation for the subject of interculturality and thus the associated need for further 

training varies fundamentally within the various hierarchy levels of the Federal police. In 

relation to the further training needs of management, it is necessary to differentiate 

between the middle and higher management levels. 

The higher management level is, according to the interviewees, prepared excellently for 

the subject of interculturality in the course of training, as here maintaining international 

contacts through various international agreements is absolutely vital. Appropriate training 

measures and intercultural cooperation in the other levels of the service are explicitly 

demanded and promoted by the higher management level.  

Seven people from the middle management level took part in the written survey. Six of 

these officers had recently taken part in an EBF course. Two of the seven managers 

claimed to have knowledge of intercultural management, a further two to have little 

knowledge and three to have none. Six of the seven wanted a training course on this 

subject.123 This result suggests on the one hand a specific need for further training in the 

middle management sector with a focus on questions of intercultural management and on 

the other again underlines the suspicion that one function of the „intercultural 

communication” modules within the deployment related training is to make individuals 

aware of their need for further training in this regard and sensitise them to the subject.  

Further training need for employees/personnel  

On the question of for what area training on the subject of interculturality was most 

important, the training officer answered: „A vital element must remain the grass-roots level 

(...) because the officers there actually work with the people as clients” – in their duties in 

Germany or abroad. As already described, the following points above all are to be rated 

particularly relevant for these activities: 

                                            
122 In the oral interviews as well, contact with foreign instructors at a further training course on foreign 

deployment was emphasised as having been very helpful and intensive: „This is what gave me more 
personally than if I’d just read a book. (...) The personal contact and personal interchange – that’s what 
brought me most (...) and what has also defused a lot of situations on duty, because certain forms of 
behaviour suddenly became feasible.” (controlling officer of Rostock Federal Police Office). 

123 Interestingly, the person who did not want further training was one of those claiming to have no 
knowledge of intercultural management. 
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- knowledge of foreign languages, 

- background information on culturally related forms of behaviour and practices, 

- cultural studies as required, 

- the examination of prejudices and how they arise and 

- direct encounters with people from different cultures. 

Further training need for clients  

Cooperation with external training providers from the field of migration work has not 

remained a one-sided process with regard to the Rostock Federal Police Office. On the 

contrary, the Federal police are also involved in the field of public relations work and 

further training of migrant associations. Examples of this are a further training course for 

employees of a Rostock migrant association on asylum procedure form the point of view of 

the Federal police and the presentation of the work of the Federal police at various 

integration and language courses for migrants in Rostock. The Federal police also 

presented themselves at the Rostock „Career guidance day for migrants”, where the 

employment adviser of the police headquarters north in the area of the Rostock Federal 

Police Office introduced the application procedure and employment requirements to the 

young people while signalling readiness to run further workshops in the migrant 

organisation sector.  

3.6 Examples from practice  

3.6.1 Critical Incidents 

As well as fundamental problems inevitably arising in everyday duties with intercultural and 

foreign language communication, a few problem areas crystallised which are particularly 

difficult of solution, but which should still be examined within the scope of intercultural 

training courses. Those situations which cannot be resolved by individuals in concrete 

interaction and are connected with deep-rooted local structures have proved to be 

particularly stressful. Here are a few examples from the viewpoint of the interviewees: 

In Polish border offices, there were repeated arrests and dismissals of Polish police 

officers for corruption and bribery in office. This gave rise to uncertainties over how to 

behave on the German side. For some German officers, there were not only multiple 

changes in the Polish team partner within a very short period, but fears about the future 
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also played a part: „Problems are not raised through the actual work together but arise for 

example when Polish colleagues are dismissed from service because they apparently 

have something to do with corruption and accepting bribes. That of course makes the next 

work together more difficult. As a German colleague I then take a really close look at the 

person I have to deal with, because of course I put myself at risk if my team colleague – be 

they German or Polish – is corrupt. (...) Then I’m almost automatically implicated in the 

next criminal proceedings and it’s incredibly difficult to prove that I have nothing to do with 

it. (...) And perhaps then I lose my job. And with the German Federal police that’s a very 

great turning point in the whole sphere of life. For Polish colleagues, because of current 

salaries (...) it’s perhaps not quite so great. There’s also the question of who is prepared to 

do something like that. The worse I’m paid, the greater the probability. And the German 

salary is actually too good for that.” 

Examined within the framework of intercultural training programmes should be both 

strategies for dealing with situations which the individual has little power to change and the 

cultural conditions which generate these situations, at it is only in this way that these 

situations can be understood. The following examples were mentioned in this regard: 

„Such attitudes have grown. For example the general population in Poland does not have 

a positive image of the police, as they are state authorities and only certain people went 

into the state authorities. The Poles were oppressed for a long time – by the Russians and 

by the Germans. Everything that had anything to do with the state authorities was 

therefore dangerous. And this gives rise to a particular estimation. And when a Polish 

citizen comes to the border, I have to expect that he will transfer this estimation to me. And 

with the best will in the world I can’t change that myself.” 

„The Polish police officer was formerly (...) in a position to set the level of fines himself to 

some extent. So his opposite number had the chance to affect that. And so the Polish 

citizen sits down opposite German policemen today and tries to negotiate (...) charges we 

want from him. If I came into such a conversation without knowledge of the background 

and just said: „I’m a policeman” You’re a citizen. And I’m telling you what you have to pay 

me and you pay me that. That’s normal with us in Germany”, then neither one of would 

understand why we’re talking at cross purposes.” 

Further uncertainties of behaviour and reservations can arise from different national 

legislatures and difficulties in translating these laws. One interviewee makes this clear with 
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the example of the introduction of combined border controls/border patrols at the Polish 

border: „As always, the start is a difficult area. First you have to rouse the appreciation that 

it’s necessary at all. Then there are security concerns and uncertainties, eg the question: 

„What am I allowed to do in Poland with my weapon? Really I’m only permitted to use it for 

self-defence or assistance in an emergency, that is I can protect myself or my colleagues. 

(...) I can only use the weapon on duty in these cases. Exactly the same applies to the 

Poles who come to us. This was however sold differently through faulty translation of our 

own laws. The expressions self-defence and emergency assistance do not exist as such in 

Polish. So it was formulated differently. It was simply said: „I am not allowed to help.” And 

that of course gave rise to objections: „So I just have to watch my colleagues being shot? 

Then I’m not going.” So there were these difficulties just with the language.”  

3.6.2 Good Practice 

It became clear both in the written and the oral questioning that the relationship of those 

Polish and German officers who live close to the Federal border in a practically 

neighbourly relationship is often particularly good. This gives rise to partly private contacts 

and friendships, leading to prejudices being broken down. As however these private 

intercultural contacts – taking the state as a whole – remain rather the exception, creating 

intercultural contacts acquires a particular significance in training work. They have 

generally been successfully created up to now through cooperation with external regional 

training providers from the field of migration work. 

For example, in the Rostock area, a continuous cooperation was established in the years 

2002-2005 with the XENOS project of the Rostock association Diên Hông e.V.124 The 

training element „Intercultural competence” was jointly developed and run 28 times as part 

of the deployment related training programme, reaching a total of over 400 officers. 

Further successes of this cooperation were the exhibition on the situation of migrants in 

the new federal states on the premises of the Federal police, as well as several training 

and information events for staff and clients of the association through the Federal police.  

3.7 Conclusions and Recommendations 

Dealing with people from different countries and cultures is increasingly an element of the 

everyday working life of Federal police officers, whereby the frequency and range of 
                                            
124 Since the XENOS project ended, this work has continued with a new partner for cooperation. 
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intercultural contact can vary by area of deployment, field and level of work. The subject of 

interculturality plays a fundamental role principally in contacts with clients, foreign 

deployments and in joint work with foreign police authorities. In the investigation carried 

out here, work experiences from service at the German-Polish border in particular turned 

out to be especially relevant for the state of Mecklenburg-Vorpommern. As the need for 

appropriate intercultural competence exists and has been recognised in all areas and at all 

levels of the service, the subject of interculturality is being comprehensively and variously 

incorporated into various elements of their internal training system by the Rostock Federal 

Police Office, and adjusted specifically to the respective situational and location-specific 

requirements. Important elements of this are the numerous foreign language courses, the 

„intercultural communication” module within the deployment related further training 

programme and intercultural training units in the preparation for foreign deployments and 

international operations. Characteristic of this are the constant efforts to improve quality 

(eg through multiplier training courses). Thus, the press officer of the Rostock Federal 

Police Office said in relation to international deployments: „The aim is to improve ourselves 

through targeted preparation of foreign projects, as the learning process is surely never 

concluded.” 

Also to be stressed on the positive side is the successful cooperation with external training 

providers from the field of migration work – particularly as the investigation conducted here 

indicates that intercultural encounters initiated at the training courses were assessed as 

very positive, intensive and helpful for work. Creating such positive contacts acquires 

particular significance in a federal state with a proportion of migrants of a mere 1.4%, as it 

cannot here be assumed that (private) contacts with people of other cultures are an 

automatic background to experience. It is thus to be recommended that this reality be 

taken into consideration in developing future self-study and training materials and concrete 

everyday episodes and biographical reports be preferred over a general transmission of 

knowledge.  

The integration of the topic in different elements of the Federal police training system – 

including several compulsory training programmes – enables it to reach a wide range of 

officers and sensitise them to the subject. The results of both the written and the oral 

survey suggest that this sensitisation is in large part successful: they show a marked 

awareness of the problems and a differentiated view of intercultural circumstances among 

those questioned and an entirely positive assessment of the training programmes. 
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However, the fact that several of those questioned were not informed of the fact that 

further training on working with people of a different cultural background was offered by 

the Federal police (including people at the middle management level) and that some of the 

participants of an EBF course were indeed informed to some extent about foreign 

language courses as intercultural, but did not judge the intercultural competence module 

within the training course to be intercultural training speaks for the need for more intensive 

internal public relations work and a clearer naming of the objectives in the EBF course.  

In respect of the concrete need for further training, it is apparent that knowledge of foreign 

languages is judged to be particularly important. Nevertheless, knowledge of cultural and 

religious backgrounds to other cultures and of differences in communication, interaction, 

customs and traditions to our culture is rated as extremely relevant.125 In the middle 

management level there is additionally a specific further training need to be observed in 

respect of questions of intercultural management – it would need to be examined here if 

this need was confirmed in a wider group of people, in order if necessary to implement 

appropriate programmes.  

It would be a good idea in principle to develop self-study materials on the subject of 

intercultural learning, although these would not be to replace the training courses but to 

support individual grappling with the subject – particularly because the survey conducted 

here strongly suggested that the intercultural training courses had led to the need for 

learning to be recognised and awoken intercultural interest.  

In addition, because of the small number of naturalised Federal police officers with a 

migration background, further research into the central selection services of the individual 

Federal police headquarters would be recommended, particularly as multicultural teams 

were considered desirable by the majority of interviewees. It should thereby be clarified 

how many applicants there are with a migration background, how many of these pass the 

selection procedure and if applicable where the corresponding main difficulties are and 

what options exist for making their start easier.  

 

                                            
125 With the aid of practical examples, the importance of examining strategies for processing situations 

where the individual has little influence on their alteration became just as clear as the examination of 
the cultural conditions generating structures in which such situations arise, as it is thus that conflict 
potentials and unconscious offence can be minimised. 
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4. Case Study: Challenges in relation to interculturality at medical 
facilities in Mecklenburg-Vorpommern, case study of a 
rehabilitation facility 

4.1 Introduction 

Characterisation of the situation in the field under investigation 

The field of medical care in Mecklenburg-Vorpommern is characterised by increasing 

interculturality. This concerns both management and staff at medical facilities and the 

“client side”, the patients.  

Patients come to healthcare institutions with very varying conceptions of medical care. 

Culturally and medically, the patients are used to varying standards of care. The highest 

standard of care and intensive attention is expected of Germany. 

The shortage of doctors in Mecklenburg-Vorpommern is leading to problems in medical 

care, particularly in rural areas. Deficits in medical care in the country would be even more 

evident without the employment of doctors with a migration background at medical 

facilities. Most of them come from Eastern Europe. This is relieving the situation of 

shortage for the time being. The problem will however become more acute in the 

foreseeable future, when very many doctors retire. Then this problem will also affect 

registered doctors in private practice, whose practices can no longer be taken on by 

German doctors, or doctors trained in Germany. 

The unfortunate irony of the situation is the fact that there are medically qualified people 

with a migration background living in the state, who are out of work. In the Diên Hông 

association, a project to promote the integration of migrants with medical and nursing 

qualifications was carried out by IntegrationsFachDienst Migration (IFDM) between May 

and December 2005. The project, commissioned by the Ministry of Social Security of the 

state of Mecklenburg-Vorpommern, was designed to create a database in order 

subsequently to promote the integration of migrants with medical and nursing qualifications 

and thus contribute to reducing the shortage of doctors and nursing staff in Mecklenburg-

Vorpommern through targeted measures.126 

                                            
126 Diên Hông e.V., project for the integration of migrants with medical and nursing qualifications: press 

release 9 from 31 January 2006. 
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According to this, there are 145 migrants with medical and nursing qualifications in the 

state without work, including 37 doctors and 76 nurses. The majority of them are under 50 

and could become active in their professions after adjusting their medical and nursing 

qualifications to German qualifications. According to the results of the project, a lack of 

knowledge of the language and of work experience in the German health system are the 

main reasons that their medical and nursing qualifications are not yet recognised.  

There are large numbers of people from Eastern Europe working in the field of homecare 

for the elderly. These are principally taken on by the patients for reasons of cost. They pay 

less than for a German homecare service. 

4.2 Challenges and obstacles 

The facility examined is a health facility for rehabilitation in Mecklenburg-Vorpommern with 

about 120 staff. 21 members of staff and patients were questioned. They were interviewed 

in the period from January to March 2006 and took part in the interview voluntarily. The 

investigation was carried out as a written interview (questionnaire), additional 

conversations being conducted in most cases, to be able to ask more precisely about 

specific trends.  

A promise of anonymity was a precondition of participation in the investigation.  

Patients in the examined area of a rehabilitation clinic come predominantly from Eastern 

Europe and from Croatia or Turkey. Many of the patients have already lived in various 

states in the Federal Republic for a long time, others have not yet been in Germany very 

long. 

Foreign doctors and Germans with a migration background (returning emigrants from the 

former Soviet Union) work in the clinics. Many patients are not used to meet foreign 

doctors and are irritated, at least at the beginning. The patients notice deficits on the part 

of the doctors in using the German language. This leads to uncertainty and to the feeling 

that if the doctor has difficulty in speaking German he may also understand you poorly and 

therefore also not treat you so well medically. The patients withdraw with their health 

problems, do not open up as usual and question the effectiveness of specific therapies. 

Some patients also reported that they have the feeling of not being properly accepted by a 

foreign doctor, as health is treated differently in another country. Media reports e.g. about 
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deplorable conditions in health facilities of the former Soviet Union or other Eastern 

European countries contribute to such assumptions and prejudices. 

The doctors feel themselves to be competent in their field and well trained; they see their 

language barriers. Three of the five doctors interviewed claim to understand everything 

and only to have problems with the pronunciation of a few patients. Two only find the 

dialects difficult to understand.  

All the doctors indicated difficulties with pronunciation, but are of the opinion that they have 

a sufficiently active vocabulary. 

The assessment of the patients here differs very markedly from that of the doctors. 

The doctors often have the feeling of not being so accepted by their patients as they are 

used to at home.  

The doctors have the feeling that patients in their home country regard and respect their 

doctors more. They believe themselves to have lost authority in Germany. They have the 

impression that many patients do not follow doctors’ orders, that they ask too much and 

are extremely self-pitying. 

The cultural difference is however not seen as being so significant by the doctors, or 

sometimes is not even recognised as such. While differences are not perceived or not 

accepted, they cannot be changed either. Many of the doctors working in the clinic 

persevere in their cultural habits and behaviour patterns. 

Relations between doctors and nurses are generally regulated by the hierarchy. Female 

nurses have the impression of not being treated as equals by foreign male doctors, but of 

sometimes being devalued because they are women. Work together was however largely 

characterised as unproblematic. 

Foreign doctors are employed for different reasons, although the main one is clearly the 

shortage of doctors.  

As far as management is concerned, nothing was said with reference to different 

treatment. Requirements are the same for everybody according to the job profile. 

The German staff makes high demands of the level of their colleagues with a migration 

background. They keep their distance for a long time and also treat them very cautiously, 

which also means that problems are barely addressed. There is scarcely any free-time 

contact. Polite relations with one another dominate. As mutual interest is purely 
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professional, there is scarcely any exchange over cultural habits and behaviour patterns. 

Across-the-board adaptation is expected and also demanded of medical staff with a 

migration background. A clear division of labour means that conflicts barely arise. 

As described above, patients find it more difficult to accept foreign doctors. There are no 

differences regarding the age of the patients – the prejudices are the same. Younger 

patients are however persuaded more rapidly by the quality of the doctor, although their 

initial attitude is much more critical. 

What stands out is that patients with the same or a similar migration background to that of 

the doctor treating them do not always react in the same way. Some feel at home because 

they can communicate in the same language and they do this.  

But there are also cases where the patients wish to communicate in German and are of 

the opinion that the doctor ought to learn still better German before being allowed to treat 

them. 

It should however be assumed that bilingualism is generally positive in relation to the 

treatment and care of people with the same migration background and can even represent 

a promising competitive advantage with regard to the attractiveness of the medical 

facilities. 

It was possible to establish that there are also tensions between the migrant doctors, but 

there was no opportunity for a more detailed recording of this within the scope of this 

investigation. 

Prejudices towards people from Eastern Europe were extraordinarily pronounced. It is to 

be experienced particularly with Russians and Poles. It is also worthy of note that 

prejudices towards Eastern Europeans did not differ within the investigation between 

former citizens of the GDR and patients from the former West Germany. As already stated, 

media reports on catastrophic standards in Eastern Europe reinforce prejudices and fears.  

The trend of increasing numbers of Eastern Europeans working in German health facilities 

is producing an underlying fear. Prejudices can only be broken down with difficulty through 

provision of information and education. This may lie in the fact that a shock to a particularly 

sensitive area of one’s own health leads to an extremely critical attitude and causes even 

the smallest signals of a possible lack of competence to be registered. Medical personnel 

from Eastern Europe do not have the bonus of the “special”, sometimes almost 
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“supernatural” aura of doctors from the Asian region as particularly characterised by the 

media, where the patients tend to accept certain treatment methods, even those seeming 

strange at first glance, and not to question them. Eastern European medical staff are 

viewed according to traditional ideas of the orthodox medical practitioner and there is often 

the question in the background of whether training in their home country is up to the 

standards of that in Western European countries. For some patients there is clearly the 

further thought that particularly able doctors would also have had prospects in their home 

countries and thus the medical personnel coming from these countries would be those not 

able to get a foothold at home. 

There is a quite different reaction to be observed toward Scandinavians. Their conduct is 

judged very positively. By and large they are perceived much more positively. But it may 

also be remarked that when they work here, people from Denmark and Sweden have a 

perfect command of the German language when they work here. There are hardly any 

communication problems and as is known a lack of linguistic competence is as a rule 

associated with a lack of competence in other fields. The Scandinavian culture and way of 

life is held in high regard by many patients. The investigation showed that performance 

was equally evaluated much more positively. Scandinavians have no barriers of prejudice 

to overcome. On the contrary, they have a bonus. This bonus effect makes their start 

easier. 

All the migrants took part in language courses and were interested in further developing 

their knowledge of the language in their profession.  

At home, most of them only speak their native language amongst each other, which is 

completely normal and in our view positive for the purposes of preserving bilingualism and 

fostering this in their own children. 

4.3 Quantitative interpretation of the interviews 

21 people took part in the investigation. 

Age 

20-30 5 
30-40 12 
40-50 3 
50-60 1 

Gender:   4 male 17 female  
Cultural origin:  German 16  Non-German 5 
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Everybody has to do more or less with people of other cultures in their work, this is doctors 

and patients respectively, the latter to be treated as clients. 

Work takes place together every day. 

Advantages from intercultural cooperation: 

There are no advantages from cooperation 19 mentions 

Increasing the competitiveness of the enterprise 2 mentions 

When patients with a migration background come to the establishment, no advantages are 

seen in the work of doctors with a migration background 

Disadvantages are mentioned much more frequently:  

Communication within the enterprise becomes more difficult 10 mentions 

Worsening of the atmosphere 14 mentions 

Sense that more conflicts would arise 13 mentions 

Client relations deteriorate 19 mentions 

(the test subjects here mean the effect on evaluation on the part of the German patients) 

Nobody felt that there were no disadvantages (!) 

4.4 Conclusions and Recommendations 

No need in principle for further training was seen by the staff members with a migration 

background. Only the Germans demand better training in the German language for 

medical staff with a migration background and better adaptation to German habits.  

The degree of command of the German language will always be obstructive in 

communication, as certain nuances are not perceived. The prejudices of German staff and 

patients can only be removed through factual information and getting to know each other. 

On both sides, the need of education is not recognised or responsibility put on the other 

side. It is simply expected that the others need to acquire knowledge and not both sides. 

The challenge of international integration is felt to be new and therefore annoying. People 

are not very prepared to alter themselves. 

Conflicts are inevitable in particular in practical work together between foreign doctors and 

German patients until prejudices are removed. Just as import is good competence in the 
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language, which indeed cannot only be acquired through a course, but also through daily 

efforts to practise and improve. Acquisition of fundamental knowledge on German culture 

is necessary, particularly on the usual standards in Germany in the doctor-patient 

relationship. A certain degree of empathy is one of the abilities required for working in a 

medical or social profession, and the status of the Russian doctor is different from what it 

is now in Germany. This needs to be understood and lived in order to avoid conflicts. It is 

easier for the nursing staff to settle in, as their social status here in Germany has improved 

considerably.  

This process of growing together and exchanging workers will require much time and 

patience from all sides, because it is a narrowly socio-cultural process not limited to the 

field of professional activity. Integration must be desired and lived from all sides and in 

every field. Otherwise particular factors will always become fields of interference and can 

rapidly lead to escalation between the cultures or ways of life. 

Objective and competent information and mediation are needed on the basis of a clearly 

still lacking common strategy by all the actors responsible for this field. A European 

dimension must absolutely be taken into account here, perhaps already in the medical 

training itself, as cross-border mobility of medical staff has this dimension. Intercultural 

teams in the field of medicine will become ever more part of everyday life. An 

interculturally toned relationship between service provider and client (doctor and patients) 

is already daily practice here, probably far more than in other areas. It affects a very 

sensitive interpersonal area. The intercultural encounter is made still more complex by the 

necessary interaction of people belonging to different social groups. It therefore needs to 

be investigated how far this challenge can be better taken into account in training and 

further training in the health field, as it can in our view represent a key component of the 

success of the medical trade beside the specialist abilities of the medical staff.  
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5. Case Study: Interculturality at vocational schools in 
Mecklenburg-Vorpommern – an initial review 

5.1 Introduction 

5.1.1 Preliminary remark 

Carrying out an analysis within the framework of the EIW project proved difficult for two 

reasons in particular: pro-kompetenz has no established relations with vocational schools 

in the state of Mecklenburg-Vorpommern. This implies scepticism and an unreadiness to 

cooperate on the part of the managements of the schools. Secondly, at the same time at 

the beginning of 2006, a survey was carried out by the Institute of Political and 

Administrative Sciences of the University of Rostock as part of the BQN – vocational 

qualification network – project of the Diên Hông e.V. association for improving the chances 

of professional integration for young people from an immigrant background.127 For this 

reason, an arrangement was made with the head of the study, Dr Gudrun Heinrich, and 

the director of the BQN project, Frau Uta Wehebrink, to develop possible synergies. 

Results and findings of the analysis carried out under the leadership of Dr Gudrun Heinrich 

form the basis of the case study.128 The results of this project were processed for the case 

study. It was agreed that the results of the EIW project would in turn be made serviceable 

for the field of investigation at the university, thus providing an excellent start to the 

process of bundling resources and for future cooperation in terms of the task of promoting 

integration.  

5.1.2 Characterisation of the general situation in the field under 
investigation 

Approximately 30,500 people with a migration background currently live in the state of 

Mecklenburg-Vorpommern, representing about 1.8% of the total population, a relatively 

low figure in comparison with the national average of 8.9%. A further c. 20,000 returning 

emigrants live in the state.129 The concentration is relatively high in some places in the 

                                            
127 The investigation brief was designed in cooperation with the post of integration promotion for migrants 

of the Hanseatic city of Rostock, Dr Wolfgang Richter and Frau Irina Gräber. 
128 Contact: Dr Gudrun Heinrich, University of Rostock, Institute of Political and Administrative Sciences, 

(Gud.Heinrich@web.de). 
129 Source: (http://www.mvregio.de/nachrichten_mv/10506.html). 
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state, whereas, in the rural regions in particular, there live very few nationals with a 

migration background. It is consequently not possible to transfer integration concepts from 

the western Federal states to Mecklenburg-Vorpommern offhand. The low figure does not 

equate with a lesser need to integrate. However, this is frequently not seen as a 

paramount problem by the principal players. Largely because of the low figure and the 

already well-developed structure of supporting institutions, of which particularly worthy of 

mention are the municipal integration network of the Hanseatic city of Rostock, the Diên 

Hồng e.V. association and the youth migration service of the AWO (labour welfare). 

Concepts for promoting intercultural learning and skills development of pupils and teachers 

have been developed for integration at many general-education schools in the state. There 

are outline plans, since 1995, an educational decree has regulated the integration and 

support of migrant children. The situation at the vocational schools was however quite 

different. Until recently, neither school managements nor the responsible ministry saw a 

particular need for action, or thus a need to qualify the teaching personnel. The above 

analysis, the results of which will be gone into below, set out the reasons why appropriate 

action was needed. In the recently updated edict of the ministry of education and cultural 

affairs “Regulations on the integration and school attendance of pupils with a non-German 

language of origin in the schools of Mecklenburg-Vorpommern”, responsibility for 

promoting integration within the scope of training was conferred upon the vocational 

schools.  

Until the analysis was carried out by the University of Rostock in the spring of 2006, very 

little had been known about the distribution and structure of pupils with a migration 

background at the state’s vocational schools. The Diên Hồng e.V. association, as patron of 

the investigation, and the University of Rostock are interested in speeding up the 

integration and promotion of these young people and strengthening teachers for this 

challenge. 

The investigation was based on questionnaires, which were handed out with the approval 

of the MV ministry of education and cultural affairs to all teachers at the vocational schools 

in the Rostock job centre district and to the school managements (recording the number of 
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pupils with a migration background). The results reported will be published in the project’s 

final report.130 

5.2 Interculturality in the field under investigation  

There was to date no overview for Mecklenburg-Vorpommern of the extent and structure 

of pupils at vocational schools with a migration background. There was in addition no 

available evidence as to the qualifications of the teaching staff for dealing with intercultural 

heterogeneity and their motivation and need for appropriate further training. 

This lack of information was remedied by the investigation. Available data from the Land 

office of statistics relate to the “foreigner” feature. It is crucial, however, that young people 

with a migration background are recorded, as otherwise, for instance, young returning 

emigrants or children of parents who have meantime acquired German nationality, but 

entered Germany from abroad, will not be recorded. The number of pupils with a migration 

background and the need for and interest of teachers in intercultural further training were 

determined. As far as the interest and need of teachers were concerned, main areas of 

interest and judgements and experiences in dealing with young people with a migration 

background were recorded. “After all, one aim of the questionnaire campaign was to 

sharpen teachers’ awareness of problems over questions of migration and integration. We 

assume that the questionnaire itself can ignite a process of reflection – if not necessarily a 

lasting one.”131 

It would also be possible and probably useful to shed light on the point of view of pupils 

with a migration background in relation both to their teachers and to the preparation of 

their fellow pupils for dealing with other cultures, this was however not an aim of the 

investigation. 

The questionnaire was sent to twelve schools, ten of which sent it back – although not all 

of them completed it. As matters stand and given a conservative interpretation, the 

following results may be ascertained: 

                                            
130 Gudrun Heinrich: Young people with a migration background at the vocational schools in the Rostock 

job centre district , Rostock 2006 in detail. 
131 University of Rostock, Institute of Political and Administrative Sciences, Dr Gudrun Heinrich: interim 

report “Conception and implementation of a further training series for teachers at vocational schools” 
Initial analysis of the poll of schools in the Rostock job centre district, unpublished manuscript, as at: 
27.2.2006. 
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According to incomplete data from the schools, at least 177 pupils with a migration 

background were attending the vocational schools in the Rostock job centre district in the 

2005/06 school year. Most of these are returning emigrants. The vast majority are in basic 

training.  

The figures for the 2004/05 school year, at 99 pupils in total with a migration background, 

are markedly below those for the 2005/06 school year. This is principally attributable to the 

fact that the vocational school for industry, which reported a total of 62 pupils in the other 

school years examined, provides no data for 2004/05. Irrespective of this, there is a similar 

distribution with the nucleus being formed by returning emigrants. 

149 pupils with a migration background were reported for the 2003/04 school year.  

The picture portrayed by the schools’ data is however incomplete and requires 

interpretation. Background discussions with teachers made it clear that the assumption 

that the real figures were significantly higher than those given here is correct. Teachers 

from the participating schools reported knowing more pupils directly than indicated here. 

The absence of figures from the “services and trades” vocational school in Rostock is 

particularly to be regretted. The participation of teachers from this school in the further 

training and the knowledge that large numbers of pupils with a migration background 

choose professions for which training takes place at this school (hairdresser, chef, sales 

assistant etc.) would indicate a higher-than average figure for this school, which cannot 

unfortunately be verified. 

This first rough review does however show: 

1. A far from insignificant number of pupils with a migration background attend 

vocational schools in the Rostock job centre district.  

2. A large proportion of the pupils concerned belongs to the returning emigrants group. 

3. The proportion of pupils with a migration background has increased slightly but 

steadily within the last three school years. 

The largest number of pupils with a migration background was on vocational school 

courses over the three school years (40 to 53%), followed by schools of vocational 

training/ higher schools of vocational training and vocational grammar schools ( 17% 
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each). A smaller proportion was attending vocational preparation courses (9 to 12%) or 

technical college (2 %).132 

The structure of education institutions attended is worthy of note. The relatively high 

proportion of vocational grammar schools should be particularly highlighted.  

5.3 Challenges and obstacles 

Because of the low number of pupils at some schools, intercultural preparation of political 

and administrative decision-makers and of school managements and teachers has not 

been seen as a priority task up to now. Inter alia, the analysis served to give reasons for 

the need for action and to detect schools with a high number of pupils with a migration 

background, as there is a particular need for further training and support in these schools. 

The largest groups of pupils with a migration background were reported from the 

vocational school of industry in Rostock, in second place was the vocational school of 

electrical engineering in Rostock and in third the vocational school of the Nordvorpommern 

administrative district in Ribnitz-Damgarten. 

The return of questionnaires from teachers at vocational schools was small. Probably only 

those teachers took part in the survey who are interested in questions of migration and 

integration. The survey was therefore not representative. The results do however indicate 

trends as regards awareness of the problems and existing skills for dealing with 

interculturality.  

The vast majority of teachers reported teaching or having taught pupils with a migration 

background. The largest number of these was from the former Soviet Union, followed by 

Vietnam. 

Interesting is the (absent) view of particular strengths that young people with a migration 

background can have. In the question about particular skills and abilities, only a few 

teachers quoted bilingualism as a skill of the pupils. In contrast, insufficient knowledge of 

German dominates as an obstacle to success at school and in the subsequent career, 

followed at a clear distance by social problems and school performance as a whole. 

Cultural differences are an obstacle only in the eyes of a few. 

                                            
132 Iibid, p.4. 
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Also interesting is that, as far as the performance level is concerned, the assessment 

dominates that pupils with a migration background are to be seen at the same level as 

German pupils, almost 15% actually see their performance as being above the German 

average.  

The language skill of pupils with a migration background is seen as the main problem for 

their school career. Assessments of oral and written language competence do not differ 

significantly here. This judgement is also shared by German teachers.  

Only a small number of the teachers taking part in the survey knew about support options 

for pupils with a migration background. Specialist support was mentioned, as were support 

measures based on private initiatives; three of the teachers claimed already to have found 

support options for pupils.  

Special language tuition for the pupils concerned is seen as meaningful by almost 30% of 

the responding teachers; only very few demand specialist tuition. In about half the 

questionnaires, the necessity of support for the teachers is stated, principally because 

there was almost no indication of existing further training.  

Interest in principle in further training was likewise present in approximately half of the 

responding teachers. Interest here was focused on “Aids for fostering the linguistic 

competence of migrants and for information about life circumstances, cultural styles etc”.  

A trend can be identified that the view of the problem of the teaching staff is concentrated 

on the linguistic deficits of the pupils and they would place support proposals here. 

Proposals to foster integration for pupils either do not exist or the teachers are unaware of 

them.  

Based on this, a further training programme was conceived, authorisation obtained from 

the Land Institute for Schools and Training and an invitation sent to all 500 plus teachers 

at the vocational schools in the Rostock job centre district. The training programme 

ultimately took place with 14 teachers on 18 May 2006. The main focus was on support to 

relieve the linguistic strain on lessons. Overall, feedback from the participants was 

positive. The opportunities for getting into conversation with the migrants themselves and 

of being able to form contacts with advice centres (youth migration service) were 

evaluated particularly positively. 
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5.4 Conclusions and Recommendations 

There are significant differences both in extent and structure with regard to the migration 

situation in the West and East German states. Simple transference of integration concepts 

is therefore impossible. Good practice and relevant materials should however be sifted 

through, adapted and used in the spirit of saving resources. In our view, no institution 

capable of coordinating or affording this has yet come into being. This is the case both for 

municipal integration strategies and questions of school integration programmes. 

5.4.1 German as a second language and promoting bilingualism 

Better qualification of teaching staff, including specialist teachers, for considering and 

applying the principles of acquiring the German language as a second language is an 

important challenge, which is supported by the results of the investigation. Developing 

communicative competence in the German language is doubtless a key to professional 

and social integration. At the same time, the danger of seeing this as the general solution 

must be confronted. Happily, thinking aiming at a combination of increased support for 

bilingualism and expanding German tuition is gaining ever more acceptance. 

The background is formed by the findings of the research that preserving their first 

language has in many ways a positive influence on migrants’ educational biography. It has 

turned out that socialisation completed in a single language has a stabilising influence: one 

indication of this is the finding of the PISA study that young people in the first generation, 

that is young people born in Germany but whose parents were born abroad, display a 

lower level of competence as regards the subject matter tested in the PISA study than 

young immigrants.  

Applicable knowledge in the language of their country of origin and related cultural 

competence represent a strength of young people with a migration background and can 

improve their chances on the job market. 

The original expectation that learning the German language would follow “automatically” 

from their presence in German-speaking society has not been borne out.  

The high relative importance of preserving and reinforcing bilingualism therefore needs to 

be stressed both politically and in practice in order to strengthen the development and 

preservation of this educational resource among migrants. If acquiring foreign languages 

and thus developing multilingualism is an important educational goal in the Federal 
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Republic, it is all the more important to encourage the preservation of multilingualism 

among migrants. Sensitizing is necessary here, both within the assimilating society and 

among the migrants themselves, to make people more strongly aware of this fact as a 

social and individual value. Seen in this light, demands that people only speak German at 

home as well are neither realistic nor sensible. 

The small number of pupils makes bilingualism in lessons unrealistic as a teaching 

principle. The main task here must be to enable teachers better to foster abilities in using 

the German language (material/methodology German as a second language) and to 

reassess supporting measures (e.g. to learn the terminology of specialist lessons). 

In view of the extent and structure of pupils with a migration background at vocational 

schools in the East German states, preparing teachers for setting up independent remedial 

classes at vocational schools is not realistic. What needs to be focused on is sensitizing to 

the fact that targeted measures for better integration are necessary and possible and 

providing appropriate stimulation and practical support. Important principles and 

procedures of “teaching German as a second language” should be imparted so that they 

can be brought to bear in daily lessons to promote language learning. 

5.4.2 Sensitizing to culturally related communication patterns 

As well as better enabling them to foster language, teachers should be more strongly 

sensitized and prepared for dealing with culturally related differences. This concerns on 

the one hand cultural differences in communication, in which communication in the 

German language is overlaid by the communication patterns of the language of the 

country of origin. This means for example that there are some taboo subjects, some terms 

can be variously interpreted, differences exist in questions of direct/indirect expression e.g. 

of criticism etc. 

On the other hand, sensitization seems to be necessary in relation to culturally related 

differences in paraverbal communication, such as different volumes (in the eyes – or ears 

– of other cultures, Germans often speak too loudly, voice modulation (stress, high/low 

vocal line), duration of own monologue, granting others the “right to speak” etc. 

Differences may exist for instance in relation to means of non-verbal communication, in 

posture, different facial expressions and gestures when talking, distance, eye contact etc. 

and be the cause of misunderstandings and misjudgements.  
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5.4.3 Sensitizing to culturally related ethics 

Differences in dealing with authority, culturally related understanding of role, rituals of 

courtesy, handling the time/punctuality dimension etc. are likewise “fields of disturbance”, 

which it would seem sensible to tackle. Work should not remain restricted to the teachers, 

but could also be made useful for better understanding and integration within the class 

collective, for example as an aspect of social studies teaching. Young people with a 

migration background must move inside two ethical systems that lived during socialisation 

in their country of origin and more or less strongly in the family and the ethical system of 

German society. Both again are in themselves heterogeneous, dependent on social 

stratum etc. This represents an enormous challenge for the young people as regards 

orientation and finding their own positions of conduct regulation. They move in a 

permanent field of tension between giving up/preserving learned cultural stances 

(preserving cultural identity, living up to expectations of family/social group) and pressure 

to adapt to the expectations of German society. Teachers should here be ready and able 

to offer support. 

5.4.4 Better exploitation of support options for students with migration 
background 

Better networking of institutes promoting integration with vocational schools, reciprocal 

information about integration problems in vocational training and coordination of new and 

better exploitation of existing options with this is necessary. This requires a coordinating 

agency which takes on continuous responsibility for this. 

To motivate the teachers, it is necessary that appropriate further training courses on 

developing intercultural skills and on German as a second language are recognised by 

L.I.S.A. (Land Institute for School and Training) as in-service training.  
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6. Case Study: Workshop programme on how young people in 
vocational training in media and IT professions deal with the 
subject of interculturality – a good-practice example from the 
institut für neue medien, Rostock 

6.1 Introduction  

6.1.1 Preliminary remark 

This case study highlights a concept for promoting intercultural skills during initial 

vocational training. It is applicable nationally and internationally, as well as in various 

professional fields, as an example of good practice. The focus as a consequence was here 

not on examining the specificity of interculturality but on the content and organisational 

implementation of an innovative approach to its promotion. We examined the ifnm concept 

with the aim of forming a model. Particular methods of investigation employed were 

analysis of documents and spoken (expert) interviews. 

6.1.2 Intercultural competence as a key skill in the field of media 

The media play a prominent role in opinion forming. People working in the media thus bear 

a heavy responsibility, as the conflict over the cartoons of Mohammed133 illustrated all too 

clearly. A lack of intercultural knowledge and understanding together with a lack of 

intercultural sensitivity make a major contribution to the fostering and fixing of stereotypes 

and clichés with regard to other cultures. At the same time it seems to be simpler and 

more profitable in all sectors of the media to use clichés than to challenge and deconstruct 

them. To this is added the tendency for negative headlines to be easier to place than 

positive stories. Ritual murder and forced marriage “sell” better than a report on the 

successful activities of a practising doctor with a migration background or on the potential 

of immigrants for evolution on the job market and in industry. 

For the reasons mentioned, the development of social competence should be accorded 

greater value in training and further training for professions in the media sector. Without 

                                            
133 The Jyllands-Posten Muhammad cartoons controversy began after twelve editorial cartoons, most of 

which depicted the Islamic prophet Muhammad, were published in the Danish newspaper on 
September 2005. The newspaper announced that this publication was an attempt to contribute to the 
debate regarding criticism of Islam and self-censorship. Source and further information: 
http://wiki/Mohammed_cartoons 
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wishing to challenge the focus on developing professional knowledge: certain work 

techniques can lead relatively quickly to developing competence in subsequent daily 

professional practice or further training. Social competence however, particularly 

intercultural competence, which is a vital precondition for responsible dealing with the 

“media” tool in view of international and national problems and conflicts, does not come 

into being spontaneously and is also more difficult to acquire “after the event” because of a 

lack of further training options. The principles of competent handling of other cultures 

should therefore be an element of training even for the more technically oriented 

professions, but this is not the case. The development of social competence (and of the 

equally important practical competence) is, as far as we can see, at least not explicitly 

considered in the general training design.  

6.2 Challenges and obstacles 

Increasing internationalisation is taking place precisely in the media sector. Cross-border 

cooperation and interculturality in the working team itself should be reflected in the 

acquisition of basic competence in dealing with other cultures. 

“Incorporating intercultural training in the training programme is particularly important for 

you, because you are learning a media profession and you will have to work relatively 

frequently in transnational teams together with other people, and particularly, because you 

produce media and according to how these are produced, opinions can be formed and 

indeed manipulated…You have here a very grave responsibility”134  

Training in the media professions in Germany takes place within a dual training setup at 

the two locations of company and vocational school. Training lasts three years and is for a 

recognised job requiring training under German vocational training law.135 

The institut für neue medien – as the above quote illustrates – has recognised this 

challenge to develop competences as part of training and broken ground in exemplary 

fashion in fostering intercultural competences in trainees. This will be presented in the 

following as an example of good practice.  

                                            
134 Kerstin Gustke, ifnm management, on the occasion of the presentation of collages on the subject of 

“Encounters” by trainees in the first year of training as digital media designers. 
135 (http://www.bmwi.de/BMWi/Navigation/Service/suche,did=68358.html). 
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6.2.1 Brief portrait of the company institut für neue medien - ifnm 

Since 1993, the institute has been engaged in opening up creative approaches to the new 

media in the Mecklenburg-Vorpommern region and participating in the development of a 

modern mediascape.136 

Its fields of work and business are devoted as a non-profit-making operation to the 

promotion of training, education, art, culture, science and research in the field of modern 

media applications, media studies and media sciences. 

Vocational training at the institut für neue medien offers a range of training and further 

training options in media practice, media studies and media sciences. The spectrum takes 

in not merely media design and media production, but media development, media 

education and media consultancy as well. 

The institut für neue medien has run and runs media projects funded by various EU 

programmes and with a large number of regional, national and European partners. The 

multifarious cooperation over recent years has given the institute employees not merely 

the appropriate specific knowledge, but also fundamental practical intercultural skills: 

production of documentaries, videos, websites and educational software, and transnational 

coordination in international project management. 

6.2.2 The ifnm approach to promoting intercultural competence of trainees 

The institut für neue medien incorporates intercultural questions into its vocational training 

in media and IT professions: examination of one’s own culture, the “familiar” and the 

“alien”, xenophobia and racism, are integrated in the training programme. This currently 

occurs utilising the “Xenos” support programme. The one-off funding is being used to work 

and try out a sustainable plan for integrating these contents into the training. Cooperative 

structures are being developed over the term of the project to enable sustainable 

incorporation in future training programmes to be achieved.  

The overall objective of the project is “promoting and developing intercultural competence 

in young people in training. As regards content, its examination aims to develop 

understanding of the life situation of migrants and thus impart new social experience in the 

                                            
136 (www.ifnm.de). 
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intercultural context.”137 Seminars on intercultural sensitisation are combined with 

experiences in an intercultural context and lead through discussion in the learning group 

and solo work on specific working themes decided by the individual concerned on an 

appropriate product. This again combines acquired competence in media training with the 

development of intercultural competence and reflects this.  

6.2.3 Projects under Xenos against xenophobia, racism and discrimination138 

The XENOS Federal programme – living and working in variety – funded by the European 

Social Fund, is designed to counteract xenophobia, racism and discrimination in society 

over the long term. XENOS links job-market policy measures with activities against racism 

and xenophobia and to strengthen civil society structures at the interface of school, 

training and employment world. XENOS represents the goal of promoting and preserving 

cultural variety. 

XENOS is directed particularly towards young people and young adults whose xenophobic 

thinking and behaviour has attracted attention or who appear susceptible to such ideas. 

Tolerance and respect towards foreigners are important qualifications for working life. It is 

above all young people and young adults whose access to training and jobs and to school 

and vocational training is more difficult who frequently develop an intolerant attitude 

towards foreign fellow citizens. XENOS therefore combines job-market policy measures for 

young people and young adults with activities against racism and xenophobia.  

The programme multiplexes the various activities of the individual protagonists by bringing 

together Federation, states and local authorities, businesses and schools. This 

strengthens regional structures and generates functioning networks. Synergy effects arise 

from the linking of job-market-specific qualification programmes with on-site activities 

against racism and xenophobia. 

XENOS sees itself as a model laboratory with the object of safeguarding long-term results. 

The exchange of experiences of the projects should increase the fund of knowledge and 

innovative methods of resolution be carried over to other target groups and into new fields 

of application. 

                                            
137 Cf. “Encounters” project description– a competition and workshop programme for intercultural 

discussion among young people in initial training for media and IT professions. 
138 Source of following description: (http://www.xenos-de.de/). 
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6.3 Implementation procedure for promoting intercultural 

competence in training for media and IT professions 

The project concentrates on four aspects: 

1. Workshops with intercultural training and encounters 

2. Training-related tasks contributing to an intercultural theme 

3. Presentation and discussion of the results in training and work-experience 

companies 

4. Competition as a motivating element of implementation 

6.3.1 Workshops with intercultural training and encounters  

The intercultural training is carried out at the vocational schools and at the institut für neue 

medien. Subjects include:  

- culture and identity  

- integration and racism  

- youth culture and diversification  

- gender roles and intercultural communication  

- work in the intercultural team  

- conflict management 

An online forum is used to support the seminars.139 As well as reading texts with graphics, 

images and text-related problems, this online learning environment also includes a tutorial 

with didactical-methodological advice, a task section, an online gallery to upload your own 

images, a communication platform (forum) and a collection with important links to the 

subject area of political conflicts and conflict resolution.  

The workshops are organised by the institut für neue medien and carried out in 

cooperation with the network partners Rostock Advisory Council on Foreigners, 

BuntStattBraun, Diên Hông e.V. and others. This is important in introducing the migrant 

perspective. 

                                            
139 (www.living-with-conflict.org). The platform is the result of another European education project and is 

being further used for “Encounters”. 
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6.3.2 Training-related tasks contributing to an intercultural theme 

The collaboration with network partners also aims to support migrant associations with 

regard to their own media work and media skills (joint formulation of professionally 

designed information materials, advice on using the media for member communication and 

public relations etc.). Realising this goal requires intensive “encounters”, and leads to 

mutual acquaintance-forming during work on mutually useful projects. Thematic work 

needs to be prepared (posters, videos etc.) to support other facilities engaged in 

integration work, which the latter can use in their work. This is complemented by in-house 

debates on encounters with foreigners in everyday professional life or in one’s free time. 

To complete the work task, about 160 working hours will be used as work time at the work-

experience company (and partly at ifnm) to prepare one or several contributions. 

6.3.3 Presentation and discussion of the results in training and work-experience 
companies 

During their work on the tasks, the young people have opportunities for consultation. 

The aim is to link the work on the intercultural theme as far as possible with everyday life 

at the training company. Also formulated as an aspirational goal is to sensitise employees 

in contact with the trainees to dealing with interculturality and using their feedback to 

design the work task. Coaching by the institute is aimed at providing stimuli and 

accompanies discussion and presentation dates. 

6.3.4 Competition as a motivating element of implementation 

Videos and print contributions (posters, collages) on the theme of ENCOUNTERS are 

presented as part of the intercultural weeks of the Hanseatic city of Rostock and on the 

website. 

The target group of the project are young people in initial training in media and IT 

professions. In addition, the competition is open to other target groups such as 

schoolchildren or school classes, young people training for other professions, and in 

particular as well to young people with a migration background to enable them too to 

contribute their perspectives on the theme of ENCOUNTERS. 

The ENCOUNTERS competition should ideally be run twice within the project period. It 

starts with a public appeal provided as a press release to the local media and also 

disseminated via the in-house media of the participating partners. The cooperation with the 
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training and work-experience companies and the vocational schools is further used to 

reach the young people.  

The participants have roughly half a year to plan their contributions, to research, to make 

any necessary visual and sound recordings, edit them and prepare them for the 

presentation. 

Such a period is necessary to provide sufficient time for seeking and choosing a subject, 

and on the other hand to allow the opportunity to integrate this work task into the normal 

course of company practice. 

The deadline for contributions is roughly one month before the actual date of the 

presentation. A joint jury nominated by the participating partners, including migrant 

organisations, sifts through the contributions and selects the best for an award. 

The multicultural weeks offer appropriate surroundings for the presentation of prizes and 

plenty of public attention.  

The prizes are provided and bestowed by the participating partners. There are nine partner 

institutions involved in the organisation in total: Antiracist Initiative Rostock, Rostock 

Advisory Council on Foreigners, Bunt statt braun e.V., DiênHông e.V., African Civic Action 

Society, Heinrich-Böll-Stiftung MV, integration representative of the Hanseatic city of 

Rostock, Network for Democracy and Courage, Rosa-Luxemburg-Stiftung. 

The films shown at the prize ceremony (a selection of about 10 contributions) will be put 

together on a presentation DVD to allow the films to be disseminated beyond the confines 

of the event and the competition. The DVD will be distributed to the participants, and 

offered free of charge to the bodies responsible for intercultural work for their training work. 

6.3.5 Regional and national cooperation 

Regional (and national) cooperation and networking is crucial to the success of the project 

(inclusion of migrant perspective, contact and cooperation between trainees and people 

with a migration background) and to the permanent establishment of the project. It takes 

place at several levels: 

- cooperation with vocational schools and training companies 
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- cooperation with associations (e.g. Diên Hông – Gemeinsam unter einem Dach 

e.V., the civic action group Bunt statt braun e.V., the Mecklenburg-Vorpommern 

Heinrich-Böll-Stiftung and the Rostock Advisory Council on Foreigners)  

- cooperation in the training system with companies in the regional TV and media 

sector and at supraregional media locations  

- cooperation with the Rostock Chamber of Commerce and Industry, training 

providers and employment authorities  

- cooperation with other institutions carrying out projects within the scope of the 

XENOS programme in working groups and specialist forums to exchange 

experiences and disseminate the project results. 

6.4 Conclusions and Recommendations 

6.4.1 Integration of the development of intercultural competence in vocational 
training in media and IT professions 

Like other sectors of industry, the media and IT sector is marked by growing 

internationalisation. Cooperation with mixed teams and assistance for a foreign client are 

increasingly typical of everyday working life. The topics dealt with are also increasingly 

intercultural. Globalisation helps to mould the socialisation of young people and will 

accompany their professional life. Social competence is increased by sensitisation to 

culturally related differences and the fostering of intercultural competence, and this in turn 

improves the trainees’ job prospects. Output should however not be viewed merely from 

this angle. In a multicultural society, the ability to be informed and deal responsibly with 

interculturality is important in the private sphere as well.  

The trainees are prepared for the cooperation in interculturally mixed working teams and 

sensitised to the responsibility that the media have for the cohabitation of different 

cultures. The approach leading to this goal is to combine intercultural training with practical 

training-related work (making of collages, videos, support of migrant organisations to 

improve one’s own media work). 

This development is not taking place consistently. The Rahmenlehrplan (educational 

framework for training) offers little leeway for the integration of additional training elements. 

Intercultural training is not accepted consistently by the trainees. While most young people 
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see it as an enrichment, the opinion is by no means isolated that it causes valuable time 

for specialist training to be lost. Trainers and participating companies need to examine this 

conflict. Trainees have less time for practical exercises and a proportion of the working 

hours in the in-company training phase are committed to work on interculturally oriented 

tasks. Successful implementation and long-term establishment of the project to incorporate 

intercultural competence development in training requires that all those involved bear their 

share of the burden. It needs to be generally agreed that this is not a “nice-to-have” 

activity, but a necessary, in today’s climate essential, contribution to individual professional 

development with a political dimension. Curtailments in practice to develop specialist skills 

can, if not substantial, be cancelled out relatively rapidly in the course of work. This does 

not apply to the same extent to the acquisition of intercultural competence as a key cross-

profession and cross-industry social competence. “Encounters” with the topic in group 

work, while working on selected tasks and through personal contact offer great potential 

for informal learning.  

The acquisition of knowledge of culturally related differences in communication and 

behaviour in the intercultural seminars can lead above all to the insight that cultures of 

equal value, that citizens with a migration background living in Germany can add to the 

store of economic and social development. The fact that this has not yet succeeded in 

every case indicates that the first work presented was strongly focused on deficits as 

defined by “the excluded and needy foreigner” and scarcely explored the potentials. It is 

here above all where it appears important to encourage a change of perspective still more 

strongly through cooperation with migrant organisations.  

It is however also important to deal with the young people’s everyday experiences and 

discuss topics subject to a degree of tabooing, as legitimate doubts and uncertainties can 

rapidly be infused with right-wing views. The long-forgotten goal of the integration of 

“gastarbeiter” in the former West Germany has led to problems which cannot be 

rationalised away. It must therefore become clear, that there have been errors and 

omissions of policy here, which have led to problems for which the migrants themselves 

are mainly not to blame. It thus appears important to examine “bar-room clichés” as part of 

intercultural training. 
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6.4.2 In summary it may be stated: 

a) Intercultural training could be integrated through the chosen plan as training elements. 

This would lead, depending on their quality (formulation, including relevant actors, change 

of perspective), to the promotion of key competence of particular importance in the media 

sector.  

b) It is likewise possible to achieve competence development with the participating 

teaching personnel and the participating companies. This is highly dependent on 

integrating it in good time and continuously in the planning and implementation. The goal 

is lasting sensitisation to cultural topics as a constant in the repertoire of training and 

professional activity.  

c) Subject-related work becomes motivating when it is combined with work in the subject 

and leads to concrete results. Motivation increases if these results are made productive 

(exhibitions, posters etc.). Linking the project with a public competition is also effective for 

this reason.  

d) Sustainability can be achieved if firm cooperation is built up between different actors 

(training institutions, migrant and other social organisations, companies), who desire and 

support the project from different perspectives. An implementation scenario needs to be 

established agreeing each participant’s potentials and tasks as well as a timetable for the 

necessary intervention. This network should function organisationally according to the 

agreed implementation scenario without major expenditure of time; it does however 

require a coordinating institution.   
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7. Case Study: Developing intercultural competence in vocational 
training, shown in the example of office administration trainees – 
a good-practice example of the ECOVIS Akademie AG Rostock 

7.1 Introduction  

7.1.1 Preliminary remark 

This case study highlights a concept for promoting foreign language and intercultural skills 

during initial vocational training. It is applicable nationally and internationally, as well as in 

various professional fields, as an example of good practice. The focus as a consequence 

was here not on examining the specificity of interculturality but on the content and 

organisational implementation of an innovative approach to its promotion. We examined 

several successful projects with the aim of model forming. Particular methods of 

investigation employed were analysis of documents and spoken (expert) interviews. 

7.1.2 Office administrator training 

Office administrators are needed in virtually every company. They work in all industrial 

sectors.  

Their central responsibilities include: 

- organising office workflow, planning of appointments and preparation of meetings 

- making records and carrying out company accountancy duties 

- processing of personnel documentation 

- order processing 

- resolving of company tasks with the aid of office communication techniques, 

including correspondence 

Training takes place in Germany as part of dual training (alternating between vocational 

college and training company). The entry requirement for being accepted for training is a 

secondary school certificate. Training lasts three years, being a recognised skilled trade 

according to German vocational training law.140 

                                            
140 (http://www.bmwa.bund.de/Navigation/Beruf-und-Karriere/ausbildungsberufe), 13.9.2005. 
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7.2 Challenges and obstacles 

The regulations on vocational training to office administrator and the outline syllabus for 

the skilled trade focus on the acquisition of basic business knowledge.141 Our findings 

indicate that new challenges with which companies are confronted through the increasing 

globalisation of business are not appropriately reflected. The documents we have available 

lead to the conclusion that the increasing participation of international tenders and the 

processing of contracts from abroad, which are becoming ever more frequent even in 

small companies, as well as the challenges to communicative and intercultural abilities and 

skills bound up with this, are given inadequate consideration. The guidelines are directed 

to developing technical competences. Method and social competence are not considered, 

so far as we can see.  

However, the office is generally the initial point of contact with the company, whether for 

German or foreign clients, making communication skill one of the core competences to be 

developed in our view. This concerns ability and skill in using the German language as 

well as knowledge of foreign languages (appropriate reaction in phone conversations, 

dealing with enquiries, orders etc.).  

Increasing internationalisation of business and interculturality in the work team itself should 

be reflected in the acquisition of essential intercultural skills. As already established, the 

office administrator is often the first point of contact.  

This challenge has been recognised by the ECOVIS company, which has adopted an 

exemplary model for fostering foreign language and intercultural competence in its 

trainees. This will be presented in what follows as an example of good practice.  

7.2.1 Brief portrait of the ECOVIS company and ECOVIS Akademie 

ECOVIS is a company in the service sector offering consultation and auditing services to 

small and medium-sized businesses and private individuals.  

In the approximately 120 offices in Germany and in international partner offices, 

employees and professionals (auditors, tax advisers, lawyers) work as consultants to small 

and medium-sized companies of every scale, from workpeople and the self-employed 

                                            
141 Regulations on office administrator training (Federal Law Gazette Part I p. 425 of 20 February 1991 

together with outline syllabus for skilled trade of office adminstrator supplement to Federal Gazette no. 
165 of 4 September 1991, W. Bertelsmann Verlag KG. 
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through local companies to internationally operating industrial enterprises. The employees 

are supported in their everyday work by quality standards (checklists, work tools and 

intranet).  

Further, the ECOVIS Akademie guarantees well-grounded training and continuing and up-

to-date further training. 

The philosophy of the company is that isolated outstanding knowledge and abilities are 

ultimately no longer sufficient in the complexity and dynamism of the globalised world. 

Communication and continuous further development of specialised, methodical and social 

skills play a vital role in company policy. 

The ECOVIS Akademie has geared itself precisely to this, offering training to management 

as well as employees in tax, legal and business consulting and from small and medium-

sized enterprises. 

Response of Wolfgang Krakow, director of the ECOVIS Akademie, to the question on 

particular characteristics of the educational institution: “On the one hand the topicality of 

the training on offer, the high level of expertise of the lecturers and the intensive dialogue 

between all the participants. We have an ideal learning environment. And on the other our 

network of universities, vocational colleges, health schemes and our parent company 

ECOVIS with its over 120 offices and 12 international partners, making our training content 

equally closely linked to science and practice. All this guarantees high quality standards in 

dealing with our clients.” 

7.2.2 The ECOVIS Akademie plan for promoting competence in trainees 

The ECOVIS Akademie (formerly Akademie Grieger Mallison) has coordinated several 

integrated business training courses for young people from a large number of smaller 

companies in the region which are not themselves in a position to carry out training on 

their own behalf. The range offered by the Akademie includes additional learning modules 

for the young people taking part.  

Starting from the consideration that foreign language and intercultural competence skills 

are core competences, the academy strives for their acquisition through extra learning 

packages in order thereby to make a contribution to company development and to 

improving employability.  
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Within the scope of the plan the opportunities of the European training programme 

SOKRATES are exploited. Up to now, five projects on the acquisition of foreign-language 

and intercultural competence have been developed and implemented with the companies 

and trainees.  

The case study presents potentials offering international foreign language projects to 

develop foreign-language, intercultural and social competence for young company 

employees and thus the company itself.  

7.2.3 Projects under SOKRATES/COMENIUS 1.2 to promote foreign-language and 
intercultural competence in vocational training 

Formal characteristics of a project under SOKRATES/COMENIUS 1.2 in vocational 

training according to the guidelines of the European Commission and the German 

coordination office 

Young people on a preparatory course or in vocational training and further training can 

take part in a project promoted within this framework. 

An integral element of the project is generally a fourteen-day visit to a partner institution 

abroad and a reciprocal visit to Germany. The following are the essential characteristics of 

a SOKRATES/COMENIUS 1.2 project: 

- educational plan 

- connection to vocational training 

- improvement of foreign language skills 

- intercultural dimension 

- visible result of joint project work 

- documentation of the project 

In the working materials on project management by InWEnt, the agency responsible for 

this type of projects in vocational training in Germany, the following potential is 

emphasised with reference to the characteristics mentioned above: 
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“...This is what differentiates a COMENIUS foreign-language project from a study visit or 

placement in a company. These may have their justification, but do not achieve in their 

effect the impact potential of the type of programme presented here.”142 

Formally seen, the young people taking part are trainees. The contracts with their 

companies however also make them “employees with training status”. Within the dual 

system they are already working at the company and fulfilling tasks requiring appropriate 

competence. As established above, preparation for contact with foreign colleagues and 

clients needs to be taken into more serious account.  

The development of this competence can be particularly well fostered within the scope of 

this project frame over and above learning in vocational college and in the company. The 

learning infrastructure for continuous learning can be extended by integrating learning 

packages allowing individual learning following on from existing skills to be fostered and 

further developed. 

Becoming active in a joint project with young people who have experienced a different 

cultural socialisation can lead to deepening learning through exchange, coming to terms 

with the “other” and cooperation. If we wish to foster the development of competence for 

the development and stabilisation of the company, it does not seem sensible to view this 

purely from the point of view of the further training of company employees after training 

has concluded. 

7.2.4 Potentials of projects under SOKRATES/COMENIUS 1.2 to promote foreign-
language and intercultural competence in vocational training 

It is fundamentally possible to describe the following areas of learning and personality 

development: 

- necessity of using foreign language and thus development of foreign-language 

ability as an interdisciplinary competence and important precondition for successful 

intercultural communication and cooperation  

- potential to foster general communication skills 

                                            
142 Cf. Krippendorff, R., Helmstedt Ch.: Sokrates/Comenius. Das Fremdsprachenprojekt für die berufliche 

Bildung. Arbeitsmaterialien zum Projektmanagement. Carl-Duisberg Gesellschaft. Cologne. 2001. 
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- impulse to develop personality features such as: sense of responsibility, tolerance, 

cooperative ability, organisational ability, independence and self-organisation, 

helpfulness and initiative 

- reflection about one’s own culture and that of the host country, confrontation with 

deviant ethical stances and patterns of behaviour and activity based upon them 

Further: 

- influence on learning and professional motivation 

- influence on willingness to move 

- influence on attitude to continuous learning 

The experiences from the projects carried out by the ECOVIS Akademie have according to 

those responsible for training had a lasting impact on the participants then and employees 

now. It is possible here to speak of a sustainability which could well be investigated with a 

view to changes of attitude and behaviour in respect of interculturality. 

To prepare the young people, the project framework foresees a basic course on the 

language of the host country, with cultural components. Although limited in terms of time, 

these courses are very important. The students receive systematic access to a new 

foreign language, the prospect of being able or obliged to use the acquired knowledge and 

communicative skills practically (ordering in a restaurant, giving directions etc) principally 

motivates from the angle of the utility principle. But motives of knowledge and prestige and 

emotional components are also touched on. A good launching pad for fostering 

multilingualism is achieved. 

Foreign-language training offers an excellent opportunity to deal with local cultural and 

intercultural themes. Even if the young employees are not going to be working together in 

the future with representatives of the host country as business partners, it is possible to 

impart important basic principles of tolerance, reflection about cultures etc, which are 

important for the development of intercultural competence irrespective of the target 

language country. 
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7.2.5 Implementation procedure for the promotion of foreign-language and 
intercultural competence in office administrator training 

The main aim of the implemented projects was the promotion of foreign-language and 

intercultural cooperation competence in the participating trainees. 

Judged as particularly useful here above all was the fact that there is no “dry training”, but 

rather interculturality with its risks and chances is experiences and real communication has 

to take place in order for the substance of the project to be fulfilled. 

The project plan first needs to ensure that foreign-language knowledge is used as 

intensively as possible and thereby developed. Comparatively high demands of foreign-

language knowledge should also lead via sense of achievement and recognising gaps of 

knowledge to greater motivation to learn.  

The setting-up of virtual firms was chosen as a suitable framework by the ECOVIS 

Akademie. In these “businesses”, realistic communication between German and foreign 

colleagues can be simulated. The daily tasks in the firm are managed in realistic 

communication situations. From the start however the work situations are arranged so as 

to lead from the exchange of personal information and value systems to more intensive 

social and intercultural learning through the developing contact. 

The potential of new media to imitate real workflows can in this way be meaningfully 

exploited, while simultaneously providing the opportunity of fostering media competence in 

its own right as well. 

Media are already being used meaningfully in the preparation of the projects for 

information research by the young people on the internet and in first getting to know each 

other through exchanging information and photos by computer. 

The SOKRATES training programme offers adequate scope for open-form elements. 

Informal, self-directed learning is particularly feasible for the participants, both through 

freedom in the joint project work and particularly through contact to people and the realities 

of life in another country during their leisure hours. 

An important aim of the design concept was sensitizing towards and joint interpretation of 

culturally generated differences, the fostering of qualities such as tolerance and respect for 

cultural peculiarities of others and awareness of the peculiar features of one’s own culture.  
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In the first projects, informal learning processes dominated here, which were 

complemented in later approaches by targeted types of problem for mixed project teams. 

This was based on the experience that intercultural learning should not be left to run by 

itself. Prejudices and stereotypes form or are confirmed rapidly. This is quite normal. The 

teaching escorts must therefore be prepared for the classification and interpretation of 

relevant facts. Handouts and particular organisational forms such as round-table 

discussions about experiences and value judgements are sensible.  

A further fixed component of the implementation was that the young people visited the 

families of their hosts where possible. 

According to those responsible, it was not possible successfully to carry out the idea of 

each partner having “his” foreign colleague. This “personal” partner was also supposed to 

be the learning partner in the further acquisition of basic knowledge of the language of the 

country and a contact for solving personal problems (getting hold of medicine etc), in order 

thereby to foster foreign-language, intercultural and social development. 

The joint work in the virtual firm to solve tasks showed its worth as an approach for 

developing appreciation of project-integrated learning. The young people can recognise 

their strengths and weaknesses contribute their strengths and reduce their deficits. 

The projects can make a positive contribution to the development e.g. of problem-solving 

skills. This requires however that those responsible for the project do not assume that they 

need to “prepare a well-rounded project” for the participants and that it begin in practice 

with the departure from one’s home town, but involve the participants precisely on the 

basis of the various problems and tasks to be solved in preparing the project.  

Preparatory assignments (information on the country) and organisation (video recording, 

research, joint culture programme etc) were used as important elements of identification 

with the project and to develop competence. 

“Test situations” such as presenting the company and professional activity in the foreign 

language in front of project participants and training staff, presenting one’s project and the 

results in front of representatives of the media and the management, were important 

experiences for developing personality, and already striven for in planning the projects. 

Here too it is possible to acquire excellent intercultural experience (design of official 

administrative facilities, organisation of the office visited in a project, public behaviour, 

dress, nature of reception etc). 
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7.3 Results 

7.3.1 Improvement of foreign-language communication skills 

Expanding knowledge in the foreign language was a core aim of the projects. Knowledge 

development was directed towards English-language office communication and coping 

with general language communication demands.  

Project communication principally takes place in the bridge language English (or another 

foreign language learned by both partners). It is however overlaid by communication 

patterns of one's own language. This means that there are on all sides for example certain 

taboo subjects, that certain terms can be differently interpreted (e.g. the term 

“boyfriend/girlfriend”), that differences arise in questions of direct/indirect expression of 

e.g. criticism etc. This gives those responsible for the projects the opportunity of using this 

for sensitizing about culturally induced differences, to produce “now I get it” effects. This 

requires great sensitivity and good preparation. The same applies to cultural differences in 

para-verbal communication such as volume (in the eyes of other cultures, Germans 

frequently speak too loudly), voice modulation (stress, high/deep vocal line), duration of 

one’s own monologue and granting others the “right to speak” etc. Differences can also be 

directly experienced in connection with means of non-verbal communication, in posture, 

different facial expressions and gestures while speaking, distance, eye contact etc.  

The foreign-language knowledge of both the German and the foreign young people was 

not sufficient overall to explain complicated associations. Tasks in later projects were 

therefore more scrutinized increasingly strongly with reference to existing competences 

and adjusted so as stimulate and enable communication in work in culturally mixed teams.  

That fact that during their holidays the young people met up with their English teacher from 

the vocational school of business and administration in Rostock for additional language 

preparation bears witness to a high degree of motivation in one of the projects. The young 

people thereby completed about 20 additional lessons of business English, according to 

the English teacher almost as much as is available to them in an entire school year. This 

was a major course input, which however it was only possible to achieve through 

networking the efforts of those responsible from the training association body, of the 

ECOVIS Akademie, of the school director and English tutor of the vocational school of 

business and administration, of the participating companies and above all of the young 
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people themselves, who gave up their free time and travelled up to 100 km after work to 

attend. 

The fact that joint project work allows participants to experience the importance of foreign-

language and intercultural skills in practice made it possible to establish a greater 

motivation for foreign-language teaching and a significant improvement in foreign-

language ability through the project design, and in particular to reduce language 

inhibitions. 

As an anonymous poll143 carried out in a project shows, individual interest in improving 

one’s foreign language knowledge outweighs interest in intercultural questions. But this too 

was also very pronounced: 

Scaling: 1very important to 6 not important at all 

- I want to use and improve my knowledge of the English language 1.1 

- I want to improve my employment chances through better knowledge of foreign 

languages 1.4 

- I want to be better prepared for my company’s present and/or future cooperation 

with foreign clients through better knowledge of foreign languages 2.0 

In the analysis carried out, it was possible to identify the following significant result in 

respect of improving communication ability: 

- significant contribution to developing foreign-language ability, significant 

contribution to reducing language inhibitions and fluency of oral expression (this 

“leap in competence” was confirmed after the project by the specialist teacher at the 

vocational school) 

- the highest increase in learning apparently occurred through informal learning 

processes outside the “official” project work  

- relevance of the preparatory language course (still often seen as a necessary 

“compulsory exercise”) for developing skills especially with a view to the 

multilingualism aspired to 

- perceptible increase in motivation to learn foreign languages and for the career 

                                            
143 Carried out by Dr Gerd Zimmer, Institut für Projektbegleitung und Kompetenzentwicklung – pro-

kompetenz, Rostock, further Information: (info@pro-kompetenz.de). 
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In the five projects carried out by the Akademie, the concept continued to be further 

developed as regards learning about culturally determined differences in communication.  

7.3.2 Improvement of social and specifically intercultural competence 

A general goal of SOKRATES/COMENIUS 1.2 projects lies in the acquisition of social 

competence; intercultural competence in particular. 

In a narrower sense, knowledge of culturally determined differences and the ability to react 

and interact appropriately to and in situations is a decisive prerequisite for successful 

communication and cooperation. This applies to the workplace equally as to the private 

sphere. 

It is however the case that intercultural training does not just broaden horizons in respect 

of explanatory models on the behaviour of and in dealing with representatives of another 

country. Does not a German academic perhaps have greater problems dealing with a 

German caretaker than the German caretaker does with a Spanish one (command of a 

language ignored for once)?  

Intercultural competence clearly has this dimension too and is thus a key to successful 

activity in one’s professional life and personal lifestyle as well. 

Contact to young people in the partner facility, discussion about the “other” of culture, 

direct experience of the life environment in the region of the host country and other factors 

can lead to the acquisition of intercultural competence, improved ability to cooperate with 

foreign partners and reflection about the values of one’s own and “alien” cultures.  

As only a part of the possible experienced “differences” is an expression of cultural 

standards, the subject of (rash) stereotyping can be well dealt with here. “The Portuguese 

are….”. Are the majority of Portuguese really like that? So what part is played by 

personality, membership of particular social strata, origin in a particular region…? Northern 

Germans are…Bavarians are…? Besides, differences within the scope of programmes 

relating to European countries will probably turn out to be slighter than those in 

experiencing an Asian country. But they are there and the exchange projects offer a 

marvellous opportunity of discovering them and thus reflecting one’s own culture and the 

“other”. 

Possibilities of development should not be overestimated as a rule because of the 

shortness of the project period, although time is a relative factor. Formative experiences 
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and increased sensitivity in a situation felt to be special by most of the young people can 

trigger lasting changes to thinking and behaviour.  

The assessment in a meeting with representatives of the companies after the conclusion 

of a project carried out by the ECOVIS Akademie speaks for this. Several representatives 

declared that the young people had made a “perceptible leap in their personality 

development”. 

Close contact with the young people of the partner facility and immersion in the 

environment of the visited region do not automatically lead to greater intercultural 

competence. On the contrary, there is a danger that stereotypes and prejudices will come 

into being or be confirmed.  

“In Naples, it was filthy everywhere, we had to wait for the others all the time, it was all not 

properly organised and there were constant breaks in the course of events. On the trip to 

Rome the coach driver had to borrow money from the German supervisors because there 

wasn’t enough money to fill the tank. That’s all organised better in Germany” was how the 

discussion went in a round-table talk. Emotion rapidly drowns out objective argument, as 

“persons concerned”, the supervisors let the ability to control rapidly slip out of their hands. 

Attack is parried with counterattack, as all sides offer “weak points” as soon as being 

different is interpreted as weakness. Criticism must not be a taboo subject, but first needs 

to pass through the intercultural filter. And then be weighed again, to determine whether it 

is justified by a possibly lasting deterioration of the work climate, or if possibly (silent) 

toleration is possible as well. The basis of trust achieved and its resilience is a further 

criterion. 

Without intercultural preparation for special features of dealing with international partners, 

fundamental competence in the tolerance and recognition of the difference and equal 

value of cultural value systems and in controlling conflicts, a successful project process in 

the comprehensive sense is hardly imaginable. 

In the first place, this concerns proper preparation of the supervisory staff and enabling 

them sensitively to direct interaction in the joint project work. Acquisition of fundamental 

understanding of cultural stamping, intercultural communication and culturally induced 

dimensions of difference must in our view be a component of the project preparation and 

then of course traced and worked on during the course of the project. The escorts of the 
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young people bear a heavy responsibility as a consequence. They must prepare 

themselves well for the conflicts to be expected.  

In Germany, the national coordination agency InWEnt has reacted to this challenge and 

offers those responsible for the project a three-day intercultural training course.  

This approach is to be welcomed. The ability to react adequately to the expected partial 

disconcertion over the “otherness” found, to offer help with interpretation in tactful 

discussion and to make clear that the relativity of one’s own interpretative model in another 

life environment is a natural phenomenon can hereby be strengthened.  

And as was clearly demonstrated in the projects carried out, accompanying teachers and 

trainers are not in a position just to do this without preparation.  

It might also be a good idea to combine intercultural training with practical moderation 

training, thereby making it an effective element for teaching staff with a lasting positive 

effect beyond the confines of the project.  

As far as the question of experienced learning effects is concerned, it must be seen as 

significant that the participants were of the opinion that they had learnt more through 

“immersion” in the realities of life of another country than through the project work. Shared 

leisure activities with the foreign participants (among which was the very positively 

evaluated brief stay with the families) were also ranked above the project work.144  

The aim of all the projects carried out by the ECOVIS Akademie was to develop foreign-

language and social skills as defined by the supervised companies; this goal was 

achieved. Formally, the visit abroad to “Europass” was confirmed, together with a 

description of significant project activities. 

The approach of the European training programme, primarily of fostering general language 

ability for communicating with partners in a foreign language and general personality 

development, was confirmed within the framework of the implemented projects. Projects 

within this framework could additionally contribute to developing a European attitude, an 

“us feeling”, if they are appropriately prepared and carried out.  

                                            
144 Research by Dr Gerd Zimmer, Institut für Projektbegleitung und Kompetenzentwicklung – pro-

kompetenz, Rostock, further information: (info@pro-kompetenz.de). 
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7.4 Conclusions and Recommendations 

Most of the small enterprises participating in the training association do not (yet) have a 

position on the international market. The knowledge and foreign-language ability imparted 

at vocational school and in the supplementary modules in the association thus remain 

theoretical. Training content preparing for the rapidly increasing interculturality in 

professional life does not get due attention in formal training or is not taught at all. 

The organisational-methodical concept of making this cooperation practical and 

capable of being experienced by setting up an international virtual enterprise is 

innovative, has a positive effect, as the results show, on motivation to learn and 
readiness to move and is easy to transfer to projects in other professional fields. 

Through their complex structure and open-design implementation conditions, foreign 

language projects in vocational training under SOKRATES/COMENIUS 1.2 represent an 

efficient learning route to the acquisition of foreign-language and intercultural skills by 

trainees. 

Thereby, they contribute to the development of cross-sector employability in the 

participating young people and by developing the skills of future employees to increasing 

the competitiveness of companies. 

Foreign-language projects can make a major contribution to the acquisition of social 

competence, necessary in working life and for shaping one’s individual life. They are 

particularly well suited for the promotion of abilities for intercultural cooperation and 

successful communication in the business and private spheres with representatives of 

another culture. 

Immersion in another culture and direct contact with young foreign people are excellent 

means for promoting tolerance and respect for the difference and equal value of cultural 

value systems. 

Successful conversion of this objective into reality needs to be ensured through 

intercultural preparation for the young people and the supervisory staff on the specific 

features of dealing with international partners, moderating and solving problems. 

In the joint project work of young people of varying socialization and cultural character, 

work is carried out together on a concrete product. Competence develops in the course of 

this activity. 
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Excellent preconditions for personal development, especially for the development of 

communicative and intercultural competence, therefore pertain in SOKRATES/COMENIUS 

1.2 foreign-language projects. The example of these projects is worth following for 

purposes of enabling competent dealing with interculturality at the workplace and in one’s 

personal life. These potentials are used in exemplary fashion by the ECOVIS Akademie. 

Further information can be obtained from them.145  

 

                                            
145 (akademie@ecovis.com), contact: managing director, Wolfgang Krakow. 
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8. Case Study: Interculturality in selected service enterprises in 
vocational training and further training 

8.1 Introduction 

The field of enterprises and establishments of vocational training and further training is the 

largest market segment of the private education market, which has been subject to major 

structural reorganisation in the last few years. The consequence was that a string of market 

participants merged, were swallowed up by competitors, or simply disappeared from the 

market entirely through bankruptcy or closure. This process is not over. 

In order to be able to understand the nature of these changes and the effects on the present 

situation and future development, it is worth giving a brief review of the significant 

developments in the region over the last 15 years. The overall view gives two important factor 

groups: the regional job situation and the main foci of national and state policy to promote the 

reduction of unemployment. Besides various periodically applied state government 

programmes, the principal focus of consideration here must be the nationally set action and 

promotion strategies of the Bundesagentur für Arbeit (Federal employment agency – formerly 

Bundesanstalt für Arbeit) with its substantial capital flow.  

Immediately after the political and socioeconomic turning point in the East of Germany, and 

more particularly since the completion of the economic, currency and social union between 

the GDR and the FRG, the region of the new Federal states was hit by large numbers of 

closures and mass redundancy. Despite continuing permanent migration, particularly of 

young workers, to the western part of the country, the unemployment rate soon settled down 

at around 20%. The people concerned and the state (un)employment administration were 

faced with massive challenges in reintegrating millions of people in the job market. The 

situation was exacerbated by the fact that the bulk of these people’s previous experience in 

their own profession and working life in general no longer seemed useful under the totally 

transformed social conditions. An enormous requirement for learning in the widest sense 

arose, which was understood as a political task.  

The Bundesanstalt für Arbeit became the central controlling and financing instrument for 

vocational training and further training for several million people, for whom the training 

measures on offer were generally compulsory but also free. As there was scarcely any 

capacity to develop and implement appropriate measures at the Bundesanstalt, a large 



 

144 

supplier market became established. No lecture will be given here about the specific 

problems of this market formation.  

This “system” was only called into question and largely abandoned after the continuous 

massive injections of money had failed to bring success in the longer term and in light of the 

consolidation of the dire fiscal straits at all levels of the public budget. The radical structural 

changes in unemployment administration, a change of course in policy (e.g. explicit 

promotion of self-employment, differentiated target group support etc.), and – ultimately 

decisive – a steady reduction of total public funds available, led to the natural selection in the 

provider market mentioned at the beginning. Finally, quality combined with the economic 

efficiency of what is on offer is coming ever more into focus.  

The range of supply and providers also reflects – despite all the “losses” of recent years – the 

fact that not only does the field of vocational qualification continue to be a lucrative sphere of 

business, but specific design and concentrated direction towards particular target groups and 

subject areas can be shaped by various political and special interests. There thus exists, as 

well as a series of purely private-enterprise oriented training service providers, a range of 

training providers (naturally just as profit-oriented), the structure of which also suggests the 

pursuance of particular focal interests.  

There are nationwide branches of the trade-union “Berufsfortbildungswerke (bfw)” vocational 

institutes, which should be mentioned by way of example here because of their national 

significance, but which were not a focus of consideration for this investigation.  

The employers’ party has also made a number of appearances as associate of providers of 

vocational training and qualification. Thus, industry training institutes, structurally positioned 

as a rule at the Federal state or regional level, operate nationwide. The Bildungswerk der 

Wirtschaft gGmbH mit dem Beruflichen Fortbildungszentrum Rostock was therefore, among 

others, investigated more closely for this study. An important factor in selecting this training 

provider is the fact that it has recently decided to target a new client group with an 

appropriate range of courses: female migrants living in the region.  

Another training provider associated with industry which was examined as an example is the 

Aus- und Fortbildungszentrum Schifffahrt und Hafen GmbH (AFZ). The partners here are the 

Aus- und Fortbildungszentrum Rostock e.V., the Rostock Chamber of Commerce and 

Industry and NORDMETALL Verband der Metall- und Elektroindustrie e.V. AFZ GmbH is 

currently working jointly within a provider consortium for the implementation of the nationwide 
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pilot project “Development initiative – new promotion structure” in partnership with three 

private training providers. As well as AFZ, the training company Hähnlein mbH was included 

in this analysis as the second partner in this provider consortium. The development of new 

training programmes within the consortium takes into account such issues as their migration-

specific and sensitive aspects.  

It may be recorded overall that the training providers selected for analysis are distinguished 

by being confronted with interculturality in their main areas of activity (through confrontation 

with local and regional immigration – i.e. training clients with a migration background and 

specific needs, through increasing international integration of the working world of clients – 

and of their own projects, through increasing work with employees of non-German origin 

etc.). They face up to this (for most of them still relatively recent) phenomenon in active and 

committed fashion, both to professionalise their own work and to tap linked areas of 

sustainable business. 

One manager on the effects arising from the company approaching migrants directly as 

clients: “... innovative ideas and concepts in the company are currently occurring from a 

widened perspective. My company is already registering a significant extension of name 

recognition and acceptance of its range of offers in the new client group. Completely new 

options for acquiring clients resulted. The decisive factor is clearly the fact that we were able 

to recruit professional staff from the potential client group.” 

An important motive for employees and client reached by the questionnaire to take part in 

this study is the hope of optimising the objectives mentioned above through the use of 

correspondingly finely-tuned training materials. For the training providers, interculturality – 

despite the broadening of their permanent staff – is principally a question of improving their 

customer relations, that is of developing offers, advertising and transmission of knowledge 

with a view to migrants living here permanently.  

8.2 Challenges and obstacles 

The three training providers mentioned were included in the development of this study with 

the aid of the project questionnaire on interculturality at the workplace. In addition, in-depth 

interviews were held, particularly with responsible company personnel. The following will 

examine, describe and derive in generalised fashion: 

- the present intercultural dimension in everyday business with reference to clients, 
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- resulting challenges and obstacles 

- developments and trends. 

The core business of most providers of vocational training, further and continuing training 

consists of the activities listed below. This list is not in any way complete, but includes the 

main client groups and associated training processes: 

1. Preparatory training and external vocational basic training of young people (on behalf 

of the job centre), 

2. Training, qualification and vocational retraining of job-seekers (on behalf of the job 

centre or the regional joint ventures of the municipality/district and job centre - ARGE),  

3. Qualification of management and employees to improve individual skills and the 

competitiveness of the company or institution for which the further training client works 

(mostly private clients or commissioned by the sending company), 

4. Advice and qualification for people ready to or starting up their own business and self-

employed. 

The specific features of the migration and job-market situation and their causes in large parts 

of Mecklenburg-Vorpommern were presented in the situation analysis within the framework of 

the “European Intercultural Workplace” project (WP 3). According to this, the general 

situation is characterised by: 

- longstanding consistently high general unemployment rates of +/- 20%, 

- longstanding consistently very high unemployment rate among foreigners in 

Mecklenburg-Vorpommern recently averaging 50%, comparatively high exclusion rate 

of young people with a migration background from the system of dual vocational 

training, 

- a comparatively low overall proportion of foreigners in the general population of 2.3% 

(c. 3.5% population with migration background, Rostock: c. 5.5%), 

- a infinitesimal degree of integration of foreign population in employment liable for 

social insurance (c. 0.7% of all such employment), 

- dominance of the first immigrant generation in most ethnic and cultural communities 

(exception: Vietnamese) etc. 
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These basic conditions have practical consequences with regard to the intercultural 

disposition of work in individual areas of activity in the examined field. For purposes of 

simplification, the above numbering is referred to:  

1. in preparatory training and external vocational training, the training providers have to 

deal increasingly with young people with a migration background as well as 

disadvantaged local young people. A quasi-German feature is that a considerable 

proportion of these are Germans with a migration background who came as the 

children of so-called returning emigrants from CIS countries. The proportion among 

them of unsuccessful trainee applicants and young people not sufficiently prepared in 

schools of general education for vocational training is particularly high. Inadequate 

knowledge of German is often given as a reason for this. They have thus been more 

likely than average to belong to the clientele of the training providers in work field 1 

and thus to the student circle of the instructors and social education workers at these 

facilities. 

2. The general situation description is analogous – with the exception of the classification 

by age of the clients – to that in item 1.  

3. Corresponding to their extremely low representation on the job market and in 

dependent employment, paying clients with a migration background are the exception. 

To this is added the fact that the client profile here – particularly for managers at the 

various levels of hierarchy – is different from that described in items 1 and 2.  

4. In the course of the job market reforms and the increase in public demand for and 

support of more new companies being set up as a strategy for easing the strain on the 

job market, advice, support and qualification of new company founders has become 

much more important for training providers as well. This statement is generally valid. 

As regards interculturality, a further phenomenon has gained in importance: the 

discovery of migrants permanently living in Germany as new-business founders and 

self-employed entrepreneurs. This has led to the (naturally differentiated within itself) 

migrant client group to gain increasing significance, in a sub-segment that is growing 

in any case. This starts with individual migrants participating in seminars, continues 

with advice services being made use of and all the accompanying communicative 

processes, new or “very special” business ideas which the consultants have to 

discuss, and ends with a range of qualifications specifically conceived for ethnically, 

socio-culturally or (foreign-) linguistically homogeneous client groups.  
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It remains to be emphasised by way of conclusion that the involved training enterprises see 

taking into account the “with a migration background” client group, growing as it is in absolute 

and relative terms, as a future success factor.  

The training institutions mentioned here are already working, at least selectively, with staff 

whose ethnic, linguistic or cultural roots are not, or are only partly, in Germany. This is 

happening particularly in employment as (freelance) lecturers in the above-mentioned 

business fields 1 and 2. Many years of predominantly good and enriching experience of in-

team cooperation was reported at all the institutions. Non-German colleagues were to some 

extent the only immediate access to culture-specific information on non-German clients (the 

emphasis here being clearly on the field of the Russian language). 

It was further pointed out in conversations that employing these personnel with the same 

professional qualification can be an advantage when dealing with training clients of the same 

background. According to experience, the advantages bear fruit particularly when – 

something repeatedly to be observed among first-generation immigrants – practical 

knowledge of German has not yet reached the required level for dealing with the contents of 

the training, or when teaching methods do not reach all the participants, because other forms 

of teaching and imparting knowledge are preferred. However, particularly in the teacher – 

client relationship, isolated negative effects in this connection are also reported146.  

The coincidence of participants of different backgrounds, socialisation, native language and 

length of stay in Germany therefore poses particular challenges for structuring teaching 

content. Length of stay is important insofar as if a participant has been longer in the country, 

comparatively more solid knowledge of the language and already-acquired learning 

experience in Germany are to be expected than with migrants who have lived in the country a 

shorter time (e.g. one to two years). Teachers stand before various challenges: on the one 

hand they need to take into account a much greater internal difference in their participant and 

learning groups when preparing teaching plans and methods. At the same time they have to 

get on culturally with very different participants often within a single group. Wherever frictions 

and conflicts arise in the course of lessons, they as experts ultimately bear overall 

responsibility to see that all questions and needs are considered in the teaching process, are 

professionally dealt with and discussions within the learning groups are directed by the chair. 

                                            
146 Individual clients made the criticism for example that a native-language teacher in linguistically 

homogeneous groups tended to explain complicated facts on request in the native language, which was 
not to the liking of all the clients. On the other hand, appropriate teachers can often recognise the overall 
ability and potential of their students much more precisely and adjust their lessons accordingly. 
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All this requires not merely extensive specialist and teaching knowledge, but also a well-

founded sensitivity and security in communicative processes between people of different 

cultural stamp. The necessity of this knowledge and relevant specialist preparation, as all the 

interviews and questionnaires showed, can be seen in the surveyed institutions as a given. 

The significance of appropriate professionalisation as an important element of safeguarding 

the future of the enterprise was universally recognised and mentioned with utter clarity.  

8.3 Tendencies of further development 

As outlined above, the number of training clients in the region of non-German origin will tend 

to increase rather than decrease in the future for very various reasons. This will affect both 

the field of vocational training, retraining and other qualifications and the whole field of 

advice, support and qualification in the process of setting up a new business.  

There is interesting growth potential precisely in the “start-up” area for training enterprises, 

which can profit from the present promotion of this area, and, in addition, have the 

opportunity, if what they offer is of appropriate quality, to attract immigrant entrepreneurs as 

ongoing training clients. This can naturally only succeed if expert professionalism, hand-in-

hand with confident dealing with learning groups of intercultural character, leads to the 

development of a relationship of trust between the immigrant training client and the German 

provider.  

Finally yet another aspect needs to be borne in mind for future development, directly related 

to the previous statements: various training providers have already worked together regularly 

with qualified personnel of a non-German background in the past. The expression of this is 

the surveyed employees’ experience, documented throughout the interviews, of already 

having worked, or actually working at the moment, in intercultural work teams.  

The predominantly positive effects above of employing these personnel in teaching training 

clients with the same background and the important effects on efforts to bond clients in the 

same group are complemented by the purely positive, enriching reception of cooperation in 

the intercultural team by the other colleagues. Systematic support of what has been until now 

rather a spontaneous exchange of intercultural knowledge should in future become an 

element of further training plans in the examined field. The following aims to show how 

further training requirements for dealing with interculturality appear in concrete terms. 



 

150 

8.4 Further training requirements in the selected field 

8.4.1 Previous and current further training to develop intercultural competence and 
range of offers in selected field 

In all the examined enterprises of vocational training and further training, management, 

employees and clients were asked whether there had been further training options in the 

enterprise on improving its own intercultural competence in handling subordinates, 

colleagues and clients. Responses to this were on the one hand not surprising; on the other 

the same question was answered differently within the same company. It occurred that 

management denied the existence of such training in the company while all the employees 

answered the question positively – and vice versa – employees denied this while the 

management said that those trainings existed.  

Although there had clearly already been relevant training in the past in all the surveyed 

enterprises, the question was always answered in the negative by about half of those asked. 

This may be an indication of how different the understanding or idea of “intercultural training” 

is among the individual protagonists, or that what was on offer did not reach all employees to 

the same extent or could be availed of by them. The fact is that e.g. a specific seminar 

provision for a manager exclusively for teaching staff is neither of interest nor registered. The 

high level of staff fluctuation at training providers, allied to sometimes brief terms of 

employment, could likewise be the reason for the different representations. Worthy of 

mention is the frequently-to-be-found indication of selective participation in further training 

activities at cooperation partners, e.g. with the Vietnamese-German association Diên Hông 

e.V. in Rostock. This was however not based on any system finding its counterpart in obliging 

further training plans; participation has been sporadic and based on interest. 

Decisive by contrast are the findings that all those interviewed without exception responded 

positively to the necessity of and need for deepening knowledge of interculturally significant 

questions directly affecting their own working world. In the interviews there was a series of 

qualitative statements on the tangible benefit and clear indications of thematic preferences 

for future intercultural further training. This will be examined more closely below147.  

                                            
147 A graphical presentation of the results can be found on the project website (www.eiworkplace.com). 
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8.4.2 Future training needs 

In the field of training providers, the demand for intercultural professionalisation is 

concentrated on the action level of qualified (teaching) personnel – education. The in-team 

relationship level will therefore only be considered briefly here, in that a few important results 

of the interviews in the enterprises in this connection are presented. 

Of particular interest is that half the interviewees expect an improvement in the internal 

company communication as a consequence of greater intercultural diversity in the company, 

a third expect more difficult communication (it must however be borne in mind, that this 

question was asked equally of management and teaching staff). About half the respondents 

are of the opinion that conflicts arise more frequently in intercultural teams. 

In the overall picture however – particularly taking into account the aspect of interculturality in 

client relations – the expectation of advantages clearly predominates. The following positive 

effects in particular are associated with intercultural opening and professionalisation: 

- two-thirds of interviewees expect a strengthening of the adaptability of the enterprise 

to fresh challenges, 

- every second interviewee believes that employee creativity is fostered, client relations 

improve and the competitiveness of the enterprise increases. 

Asked about preparation for working together with people of other cultures, a third of the 

interviewees rated their own preparation as good to very good, while the majority gave 

themselves the mark “three” in self-assessment on a scale of 1 (“very good”) to 6 (“not good 

at all”).  

Qualification specifically for managers 

With one exception, all the managers interviewed gave a negative response to having 

knowledge of intercultural management methods, a corresponding need for qualification was 

however answered by everybody (8 people) clearly in the affirmative.  

Thematic emphases for intercultural qualifications for all members of staff 

It became clear in the course of the interviews that none of the interviewees was “resistant” to 

intercultural qualification measures. Complete openness to the topic is to be observed 

overall. At the same time, a majority of the interviewees (c. two-thirds) do not feel themselves 

to be ideally prepared for intercultural aspects of their profession. Specific information and 

training needs derive from this. 
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In order better to identify trends in subject preference, topic categories were initially 

presented for selection, whereby each interviewee could choose up to three categories: 

o language training, 

o information on other cultures, 

o information on communication with other cultures (e.g. concepts of time, punctuality, 

handling conflicts, forms of address etc.), 

o anti-racism/anti-discrimination training, 

o information on differences/common ground in legal grounds, 

o dealing with the authorities in another culture, 

o other (free selection). 

The greatest demand is for the subject areas “information on other cultures”, “information on 

communication with other cultures” and “language training”148.  

The interest is somewhat less in “information on differences/ common ground in legal 

grounds”. Scarcely in demand are “anti-racism/anti-discrimination training” and “dealing with 

the authorities in another culture”.  

The categories “foreign culture”, “intercultural communication” and “language” form the main 

focus of interest and ought to be the focus of future training measures in this field. In the 

further course of the study it was possible to narrow down the desired subject areas further. 

Subject areas were evaluated by the interview participants as to perceived significance. 

Subject area overlapping was accepted in isolated cases. 

Very important subjects for consolidating knowledge: 

o Knowledge of values of another culture.149  

o Coping with conflicts: direct and open response versus harmony (resolution or 

avoidance of open conflicts). 

                                            
148 “Language training” was here clearly understood less as individual need than as a necessity for sections of 

the clientele with a migration background. Expressing the information and qualification needs of training 
provider staff did not confirm a concrete need for foreign-language training. Nevertheless it needs to be 
clarified whether developing competence with regard to basic procedures in teaching “German as a 
second language” as regards terms of reference and quality of service could be useful (see case study 
“Interculturality at vocational schools in Mecklenburg-Vorpommern – an initial review” in this publication. 

149 In conceiving and planning future training programmes, the concrete need for information at training 
providers should be determined. Available information indicates a need for information focusing on the CIS 
states, Vietnam, Turkey, Arabic society. 
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o  Understanding differences in body language such as eye contact, posture, gesture, 

proximity/distance, facial expression. 

o Differences related to religion.150 

Important subjects for consolidating knowledge: 

o Differences in dealing with time (time planning, sense of time, punctuality etc.). 

o Etiquette, polite expressions and rituals. 

o Taboo subjects in communicating with people with another cultural background. 

o Differences in understanding roles (man-woman; young-old; boss-employee etc.).  

Interesting subjects for consolidating knowledge: 

o Accepting hierarchical responsibility versus workers’ participation and reaching 

common decisions. 

o Differences in vocal line, volume etc. 

o Rituals of salutation and leave-taking. 

o Differences in ways of speaking about problems. 

Mentioned as desired subjects more rarely or in isolated cases were “differences in 

argumentation”, “German and foreign language knowledge”, “emphasising fixed rules and 

tasks or creative approach depending on the situation”, “setting priorities: performing work 

tasks versus relation to colleagues”, “knowledge about prejudices and stereotypes”, 

“differences in dress, diet”, “focus on competition and performance or on acting with 

solidarity” and “theory-based, systematic or pragmatic approach”. 

8.5 Conclusions and Recommendations 

The following conclusions for future intercultural training measures for training provider staff 

can be derived as trends from the investigation: 

1. Interculturality and intercultural communication shows to advantage above all in client 

relations. Migrants permanently resident in the region are being increasingly 

discovered and developed as a client group by training providers as a client group. 

                                            
150 In conceiving and planning future training programmes, the concrete need for information at training 

providers should be determined.  



 

154 

2. There is a major need for knowledge of intercultural management and management in 

intercultural teams at the manager level of the training providers involved. 

3. Both management and employees are in great need of consolidating knowledge in 

respect of certain countries and cultures of origin and of selected general topic foci. 

4. Both management and employees are in great need of information and action training 

in connection with intercultural communication/interaction in lessons. 
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General Summary 

The first version of the situation analysis in Part 1 was completed in 2005. To provide up-

to-date data for the interested user, we had decided on a separate publication in spring 

2006 and sent the publication to ministries, administration departments, training providers, 

migrant associations and other institutions. The “Dien Hong association, together under 

one roof”, published the analysis on its homepage. We were highly encouraged by the 

positive reaction. It had clearly succeeded in succinctly summarising and presenting 

important aspects of migration in the Federal state of Mecklenburg-Vorpommern, thereby 

offering a rapid orientation and overview. 

The data were updated in 2006 in the further course of the project and supplemented by 

notable interim developments.  

In 2006, building on the situation analysis, interculturality was examined more closely in 

selected fields and presented in case studies.  

What this revealed was that the challenge of recognising and taking adequate notice of 

interculturality at the workplace as a potential problem area but also as an opportunity for 

organisational and structural development in the state is as a whole not yet adequately 

being taken up. The case studies show some instances of highly conscious actions in 

response, for example with the Federal police and selected training providers and 

companies. This is to be seen alongside remarkable ignorance, for example in education, 

where the rapidly increasing significance of developing intercultural skills for successful 

professional activity, for mobility demands and options and for coping with everyday life 

situations has apparently been as yet little recognised. Outline plans and curricula just 

about take foreign language ability into account, but the development of intercultural 

competence scarcely at all.  

It must however be clear that technical skill can sometimes only be employed successfully 

if corresponding abilities of successful communication and cooperation with people of a 

different cultural background (colleagues, guests/clients/patients, cooperation partners) 

exist. 

The case studies from the ECOVIS-Akademie and institut für neue medien (ifnm) identify 

exemplary initiatives to be copied.  
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Overall, however, the development of intercultural skills need to be anchored much more 

deeply as a multidisciplinary, intersectoral key skill and to be taken into account in the 

relevant planning.  

We hope that this publication will play its part in raising awareness of this challenge.  
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Appendices 

Who is the young woman on the title page?  

A young Vietnamese woman following her parents’ footsteps 

Le Thi Nguyen Binh is writing her thesis in Greifswald, where both her mother and father 

studied before her. 

Greifswald (OZ). Highly dangerous bacteria have got her going. „Staphylococcus aureus“, 

the young woman calls the unpronounceable bacterium, „literally grape“, she adds in 

perfect German. 

Le Thi Nguyen Binh has been studying in Greifswald since 2003, did her first degree here 

and has now started her doctorate. „Investigating staphylococcus aureus“ – that word 

again. „Pathogenic bacteria, which get into wounds and can give rise to dangerous 

infectious illnesses, osteomyelitis or carditis“, explains the young woman, who is called 

simply An by everyone at the Greifswald special laboratory of the Institute of Microbiology. 

„That’s what they call me at home too“, laughs the 26-year-old, „because my father is also 

called Binh.“ 

They know all about that Binh in Greifswald; likewise An’s mother. Her parents were 

among the first Vietnamese students in the Hanseatic town. Le Tran Binh studied biology 

here from 1969 to 1977, and today the professor is head of the Institute of Biotechnology 

in the capital of Vietnam, Hanoi. His wife, Le Thi Thai, whom he met in Greifswald, studied 

geology and today works at the Geological Institute in Hanoi and coordinates cooperation 

with Greifswald. 

Daughter An is now following in her parents’ footsteps. „I live in the same hall of residence, 

on the same floor, where my father’s room was“, say the young Vietnamese woman and 

laughs. She’s given to frequent laughter. „That’s what frustrated my parents’ efforts to 

teach me German. I laughed too much.“ Now she has a perfect command of the language, 

thanks to coaching from friends of her parents, who put her up in her first months in 

Greifswald. 

The doctoral student needs to attend to her bacteria, really „stress them out“. She keeps 

the germs on the go with heat, shaking, alcohol, salt and antibiotics. She wants to know 

how the most dangerous pathogens in the world, resistant to almost all available 
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antibiotics, live. The goal is to find new antibacterial agents. A special research division of 

the German research community, led by the microbiologists of the University of 

Greifswald, has just been set up for this purpose. 

„An important subject“, Institute head Prof Michael Hecker makes clear. The bacteria are 

multi-resistant, and now only react to a sole antibacterial agent, Vancomycin. And not 

always even to that. „If the drugs don’t help any more, pandemics are looming“, warns the 

scientist. A third of the population carries staphylococci, for instance in the nose. If these 

people are not well, the bacteria can cause illnesses, „from harmless to life-threatening“, 

explains Hecker. He is delighted to have An as a „very committed” worker on this research 

project. He did his doctor’s degree „in the same stable” as her father, whose Hanoi 

Institute he describes as „exceptionally high-performance”. 

Greifswald maintains close connections with Vietnam. In 2002, the University was the first 

German university to set up an outpost in Hanoi, as a contact centre for Greifswald 

scientists on research and development projects in Vietnam. In addition, there are courses 

to prepare Vietnamese students for postgraduate studies in Greifswald. There are 

currently 40 young Vietnamese people, mostly from biotechnology and the geosciences, at 

Greifswald; the first thesis has been submitted. 

An hopes to be able to complete her doctorate within a year and a half. With her PhD in 

the bag she wants to go back to her father’s institute, which is already anticipating the 

young scientist’s experience and knowledge of proteomanalysis, characterising proteins 

isolated from the dangerous bacteria. Incidentally, An fell in love in Greifswald too. Just 

like her parents. In the town, with a fellow countryman.  

(Doris Kesselring, Ostseezeitung (Rostock) of 3.6.2006, page 5) 



CCCuuullltttuuurrraaalll   DDDiiivvveeerrrsssiiitttyyy---   
CCChhhaaalllllleeennngggeeesss   aaannnddd   OOOppppppooorrrtttuuunnniiitttiiieeesss   

   
   

 

 
 
 
 
 
 
 
 
 
 

This National Report includes: 

An analysis of immigration to Mecklenburg-Vorpommern/Germany 

7 case studies on intercultural workplaces in Germany 

Recommendations on communication and cooperation at the intercultural 

See also the National Reports for: 

Bulgaria 

Finland  

Greece 

Ireland 

Italy 

Norway 

Poland 

 Other planned project outcomes: 

Trans-national sector-specific information booklets 

Training materials (Video/DVD, Training manual, etc.)  

European database with information relevant for intercultural communication  

Diploma course “the European Intercultural Workplace”  


